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PREFACE 
The word ‘ethics’ is derived from the Greek word ‘ethos’ meaning an individual’s 
character and a community’s culture. Business ethics is a fuzzy area. No 
universal sets of ethical principles exist and what is ‘right’ and what is ‘wrong’ 
depends on the circumstances. To instil ethical values into corporate and the 
employees that inhibit, businesses must have vision about what they exist for, 
shared by everyone connected to the business.  
 
The new focus on ethics is due to the boost, the ‘brand value’ with ethical 
behaviour. People prefer working for firms which are ethical and in turn are their 
assets 
 
An attempt has been made to study the following aspects: 
• To examine the extent of agreement on ethical issues related to business. 
• To study impact of personal characteristics and ethical behaviour of 
mangers in corporate. 
• To study the effect of cultural and gender issues on ethical behaviour of 
managers. 
Gender issues could not be analysed due to managers unwilling to give their 
names and details.  
 
A questionnaire (Appendix 1) was sent out to 500 managers and a response of 
52% was there. The sectors approached were Software Industry, Engineering 
and Electronics Industry, Pharmaceutical Industry, Agriculture and Chemical 
Industry, Banking Industry, Foreign Industry etc.  
The thesis is entitled, “A Study on the Agreement of Ethical Issues of Corporate 
Sector”. Due to the untimely death of Dr. Druti Shah-Taylor of Cambridge 
University, U.K only 10 % of the responses was from there.  
 
The thesis is composed of eight chapters.  
Chapter I is an overview of ethical issues in corporate. The researcher made use 
of the libraries and institutions in Ahmedabad to present this overview which 
covers observations and theory to date.  
Chapter II deals with the result methodology and describes the various industries 
approached and responses received. Statistical analyses applied to the data 
have been presented.    
 
Chapter III presents the data analysis of individual agreement on ethical issues. 
The data has been presented in tabular form in Table III.1 to III.6 which have 
further sub division.   
 
Chapter IV summarises the data analysis of organisational related agreement on 
ethical issues. The data comprises of Table IV.1 to IV.6 which are further sub 
divided.  
 
Chapter V gives the data analysis of human resources related agreement on 
ethical issues. The data is presented Table V.1 to V.6 with further sub division.  
 
Chapter VI presents the data analysis of marketing related agreement on ethical 
issues. The data is summarised in Table VI.1 to VI.6 with sub divisions. 
 
Chapter VII is on hypothesis testing of agreement level of managers. ANOVA and 
t-test statistical analyses have been carried out on data and conclusion arrived at.  
 
Chapter VIII summarises the data and presents the findings and conclusions.  
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Chapter I 
Overview of Ethical Issues in Corporate 
 
This chapter reviews the literature on the subject of Ethics in Corporate. 
Presenting the views by different authors at different times, an outline of the word 
ETHICS is given. 
 
Ethics when used as a singular verb, means the study of general nature of 
morals and specific moral choices; moral philosophy. The word when used in 
terms of a plural verb stands for the rules or a standard governing the conduct of 
a person or the members of the profession. The present study is the later. 
 
The origin of the word ethics is from the Greek word “ethos” meaning an 
individual character and a community’s culture. The Institute for Global Ethics 
defines ethics as the obedience to enforce. 
 
The four basic meanings of the word ethics as by given in Webster’s Collegiate 
Dictionary are 
1. Discipline dealing with what is good or bad and with moral duty and 
obligation. 
2. A set of moral principles or moral values. 
3. A theory of system of moral values. 
4. The principles of conduct governing an individual or group. 
 
Persons have their ethical principles. Ethical judgements are primarily, subject 
matter of human actions. The action designated as ethical or unethical are 
usually actions that benefit or harm other people or us positively or negatively in 
some serious way. However, human actions are not the only subject matter for 
ethics. Ethics examines and evaluates social practices, organisations, institutions 
and even social, political and economic systems. Ethics in its definition must 
include the ‘good’, the ‘self’ and the ‘other’. When, the ‘self’ is not taken into 
account, than one’s own interest is neglected, for a sense of own welfare is a 
prerequisite for balanced and on going interaction with other people. When the 
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‘others’ are not included than selfishness prevails. The ‘good’ ensures the interest 
of both self and others. 
 
Business ethics is a fuzzy area. No universal sets of ethical principles exist and 
what is right and what is wrong depends on the circumstances. To instil ethical 
“values” into the corporate and the employees that inhibit, businesses must have 
vision about what they exist for, shared by everyone connected with business.  
 
Business Ethics means that business should not only have certain moral 
standards but also demonstrate a level of social responsibility and accountability 
to its stake holders who are employees, customers, suppliers and the wider 
community. 
 
The new focus on ethics is due to the boost, the ‘brand value’ associated with 
ethical behaviour. People prefer working for firms that they regard as ethical and 
they are the firm’s most valuable assets. 
 
The ethics movement has grown strongly in the Unites States of America 
because of being penalised by courts, for unethical behaviour is the greatest 
there. The business ethics movement is also gaining momentum in Europe and 
other countries for firms cannot hide under the “veil of ignorance” (Chris Moon 
and Clive Bonny 2004) 
 
Ethics have a powerful, a practical and an immediate impact on profitability. If this 
is not true than one has to convince that trust, planning or crises management 
does not affect the ledger. Empowered personnel have nothing to do with 
success and neither the customers nor shareholders are worth worrying about. 
 
Stanley M Davis (1985) as quoted by Booth states that in the corporate world, 
culture is a pattern of shared values and beliefs that gives members of an 
institution a means and provides them rules for their behaviour in their 
organisation. These descriptions and definitions embedded in corporate culture 
exist several component ideas which are crucial to the development of ethical 
management. To mention few - norms, customs, beliefs, standards, etc. Each of 
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these performs certain regulating and guiding principles with respect to what a 
corporate assumes to be ethical, right and moral. Also, the success of these 
principles over a period of time by the process of socialisation, become effective 
to the behaviour of an employee. Quite often it is observed that the top 
management of the corporate have one set of values, while a complete different 
set of values are operative. This leads to the question of ethical behaviour of a 
corporate person.  
 
Reidenbach and Robin (1989) tried to answer the question, “Does ethics pay?” 
No concrete evidence was found to show that corporate were more profitable by 
being unethical, a general belief. Unethical behaviour in the short term may lead 
to profitability due to an individual or a group of persons but this is mainly due to 
insufficient knowledge or faulty reasoning about the consequences of an action. 
 
Non ethical behaviour in the conduct of business is due to increase legislation 
and government concern. This affects the morale of employees and lingers on 
even after the company has come on the right track. Unethical behaviour has 
been curtailed having legal departments in companies. 
 
Why and how do ethical crises develop? The human factor plays an important 
role. Every individual has different values. In an organisation the work values are 
developed overtly and evolved due to vacuum in specific organisational values. 
The latter causes unpredictable results due to individual, personal and character 
values. 
 
Managements often think in terms of objectives and strategies through analyses 
of external opportunities and threats, internal strength and weaknesses. 
Economic concerns, the main aspect, consider the use of the environment to 
satisfy the organisation. Never have ethical and social responsibility measures 
incorporated into these analyses. 
 
The four step workout for ethical fitness (Kidder and Bloom 2002) is 
1. Moral awareness 
2. Values Definition 
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3. Ethical analysis 
4. Dilemmas resolution 
 
Moral awareness: Sensitivity to emerging ethical issue and willingness to see 
their broad implication. Awareness creates condition of trust in people to deal 
with issues and to read the moral barometer astutely and accurately.  
 
Values Definition: Discovering and articulating the core, cross cultural, shared 
moral values underline any ethical activity, regardless of culture or geographical 
location. 
 
Ethical analysis: Identifying and categorising various paradigms for right-versus-
wrong dilemmas facing individuals and institutions in business and elsewhere.  
 
Dilemma resolution: Applying a set of principles to arrive at a reasoned, 
acceptable, defensible choice between the two right courses of action posed by 
an ethical dilemma. 
 
Theories of Ethics 
Ethical theories are divided into two parts-the traditional ethical theories and the 
contemporary ethical theories.  
 
Traditional Ethical Theories 
Traditionally, ethical theories generally offer a certain rule or principle which one 
can apply to any given situation. Hence they are absolutist in intention. The 
traditional theories are based on the assumption of the nature of human beings. 
Thus, its application to a situation is dependent on the acceptance of the 
assumption. The main benefit of this theory is that it provides an unequivocal 
solution to ethical problem. The traditional theories are basically divided into two 
categories: 
• The Consequentialist  Ethics 
• The Non-consequentialist Ethics 
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Motivation/                                     Action                                       Outcomes 
Principles  
_____________________________   _____________________________ 
 
       Non-consequentialist ethics                          Consequentialist ethics 
 
 
 
The consequentialist ethical theories are based on the outcome, that is, if the 
action taken has a desirable outcome, than the action is morally right and if the 
action has undesirable outcome than the action is morally wrong.  
 
Non consequentialist theories are not based on the outcome but the underline 
principle on the decision makers’ motivation. Thus an action is morally right if the 
underline principles are morally correct irrespective of the outcome.  
 
The Consequentialist Ethics 
The consequentialist theory’s also known as ‘deontological’ (means duty) 
because the theory emphasizes on the desirability of principles and based on 
these principles deduce a duty to act on these principles on a given situation 
regardless of the outcome.  
The two main consequentialist theories are: 
• Egoism  
• Utilitarianism 
 
Egoism 
This theory is one of the oldest and well known theory and also has been 
discussed by the Greek philosopher Plato. This theory has played a major role in 
Adam Smith’s (1723-1790) ideas of liberalist economies.  
Following the theory of egoism, an action is morally right if the decision maker 
freely decides in order to pursue either their (short term) desires or their (long 
term) interest. 
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Egoism is based on the assumption that an outcome of an individual action is 
unknown or is partially known. To have a good life one should pursue his or her 
own desire but not to worry about the outcome. Adam Smith has argued on the 
same lines. To pursue an individual’s self interest is acceptable as it produces 
morally desirable outcome to the society through the market forces. For example, 
if the producer produces and sells a faulty product to the consumer, the 
consumer will face problems in the short term, but in the long term the consumer 
will shift his loyalty to another product. This will damage the sales of the 
producer. To avoid a loss, the producer will thus produce proper goods and thus 
benefit all.  
 
It is very important to differentiate between, egoism based on desire from 
selfishness. A person with desires is sensitive to others while a selfish person is 
insensitive to others.  
 
Here another concept has emerged known as ‘enlightened egoism’. This concept 
is much used in relation to business ethics. For example a corporate may take up 
social responsibility and invest in hospital and schools; in turn this will help the 
corporate to retain its workforce.  
 
The theory has a major limitation. It works on the assumption that there is a 
mechanism which makes sure that individual may not take action for their own 
self interest at the expense of others. In Adam Smith’s thinking this mechanism 
would be the market. This may be true in some situations, but may not work in all 
cases. For example, the anti globalisation movement across the world is due to 
the uneven distribution of wealth.  
 
Utilitarianism 
The main philosophers of utilitarian theory are Jeremy Bentham (1748-1832) and 
John Stuart Mill (1806-1873). This theory has been influential in modern 
economics.  
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The basic principle of utilitarianism is defined as follow: 
According to utilitarianism “an action is morally right if it results in greatest 
amount of good for the largest amount of people affected by the action.” 
 
The principle is also known as ‘greatest happiness principle’. The focus is on the 
outcome of the action; only those actions to be taken which result in the greatest 
happiness for all. It does not emphasis on individual desires but focus on the 
good for all. At the centre of all utilitarianism is ‘utility’. Thus in analysing the 
possible two actions in a business decision, utility is assigned to each outcome 
and individual and the action with highest aggregate utility is morally correct. This 
theory justifies the animal testing done for medical research. The suffering of the 
animal is justified or morally correct when compared to the fact that it prevents 
greater pain on human life. The outcome is a pleasure or a pain depending on 
the perception of the person who analyse it. It is very difficult to assign cost and 
benefit to every situation. The interested minority is overlooked as importance is 
given to the greater numbers.  
 
The problem or criticism of the subjectivity has lead to a refinement of the theory, 
differentiating into two, act utilitarianism vs. rule utilitarianism. 
 
Act utilitarianism looks to single actions and bases the moral judgement and the 
amount of pleasure and the amount of pain the single action causes.  
 
Rule utilitarianism looks at classes of action and asks whether the underlying 
principles of an action produce more pleasure than pain in the long run.  
 
Non conseqentialist Theories 
Non consequentialist theories are based on the universal principle of right or 
wrong. There are two main types of non consequentialist theories.  
• Ethics of Duties 
• Ethics of Right and Justice. 
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Ethics of Duties 
The main contributor towards ethics of duty is the German philosopher Immanuel 
Kant (1724-1804). Kant believed that morality and decision about right and wrong 
is independent of any action and its outcome. According to him morality is a set 
of principles which should be applied to all ethical problems.  
 
Kant has developed a theoretical frame through which principles can be derived 
called the ‘categorical imperative’. This framework can be applied to all moral 
issues. The categorical imperative consists of three parts (De George 1999). 
Maxim 1:   Act according to only that maxim by which you can at the same time  
                 will that it should become a universal law. 
Maxim 2:   Act so that you treat humanity, whether in your own person or that of       
                  another, always as an end and never as a means only.  
Maxim 3:   Act only so that the will through its maxim could regard itself at the  
                  same time as universally law giving 
 
An action is morally right if it survives the entire three tests. Kant’s theory has 
faced certain criticism. Here no importance is given to the outcome of ones 
action. It is a complex theory, specifically the categorical imperative. Further he 
believes that humans are rational which is not true for all situations or people.  
 
Ethics of Rights and Justice 
The theory has its roots in John Locke (1632-1714) philosophy. He claimed that 
all humans have ‘natural rights’ and ‘moral claim’ which should be respected by 
others and protected by the same. In terms of ethical theory, rights can be 
defined as:  
Natural rights are certain basic, important, and unalienable entitlements that 
should be respected and protected in every single action.  
 
According to the ethics of rights and justice, the right result in the duty of others to 
respect them. These rights in a way are related to duties since the rights of one 
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person can result in a corresponding duty for other persons to respect, protect or 
facilitate these rights. 
 
This theory is somewhat similar to Kant’s theory. The only difference is that here 
the duties are derived from ‘categorical imperative’ while in the theory of ethics 
and rights; the right is based on ancient philosophy and religious views. This 
theory has historical significance and also relevance in the modern constitution. 
All the human rights are based on this theory. These days the multinational 
corporations are very much concerned about the human rights issues and its 
implementation. 
 
The Problem of Justice 
The individual rights have to be realised in a certain social context in such a way 
that, they are addressed and respected equally and fairly. Thus arises the issue 
of justice.  
Justice can be defined as the simultaneously fair treatment of individuals in a 
given situation with a result that everybody gets what they deserve. The most 
important question is what exactly fairness means and in what situation an 
individual may deserve. According to Beauchamp and Bowie (1997), the theory 
of justice seeks fairness in two ways. 
• Fair procedure. Fairness is determined according to whether everyone has 
been free to acquire rewards for his or her efforts. This is commonly 
referred to it as procedural justice. 
• Fair outcomes. Fairness is determined according to whether the 
consequences (positive and negative) are distributed in a just manner, 
award according to some underline principle such as need or merit. This is 
commonly referred to as distributive justice.  
 
In a real situation it is not possible to have both cases as it is an ideal situation.  
Justice has been widely used in business ethics in relation to employment, 
discrimination and further. Justice is extensively referred in debates of 
globalisation in relation to equal distribution of wealth and so forth.  
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The problem of equal distribution of wealth has been addressed in two ways 
• Egalietarianism  
• Non – Egalietarianism 
The egalietarianism approach of justice is same as equality, that is, burdens and 
rewards should be distributed equally and the deviation from it is unjust.  
 
In non- egalietarianism, the distribution is based on the market forces of demand 
and supply. The most influential thinker of non- egalietarianism was Robert Nozic 
(1974). He argues that distribution of wealth in society is just as long as it has 
been brought about by just transfer and just original acquisition. Thus according 
to this theory Bill Gates being the richest man is justifiable.  
 
These two extreme theories are not very much effective in an economic system. 
There is another theory in between two of the extreme theories ‘theory of justice’ 
proposed by John Rawls (1971). According to Rawls, justice is achieved when:  
• Each person is to have an equal right to the most extensive total system of 
basic liberties compatible with a similar system of liberty for all. 
• Social and economic equalities are to be arranged so that they are both: 
a) to the greatest benefit of the least advantaged; and  
b) to attached to offices and positions open to all under conditions of fair 
equality of opportunity.  
 
Limitations of Traditional Theories 
• Too abstract. The main limitations of these theories are that they are too 
abstract (Stark 1994) and not practical for day to day concerns of 
managers. 
• Too reductionist. Kaler (1999).The theory focuses on the aspect of 
morality. It emphasises on consequences, duties or rights when everything 
is important.  
• Too objective and elitist. Parker (1998) assuming that all managers accept 
and implement through out the world.  
• It is too impersonal (Gilligan 1982), rational and codified (Bauman 1993)  
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Major theories in business ethics 
 Egoism Utilitarianism 
Ethics of 
duties 
Rights and 
justice 
Contributors Adam Smith 
Jerry Bentham 
John Steaurt 
Mill 
Immanuel Kant 
John Locke 
John Rawls 
Focus 
Individual 
desires or 
interest 
Collective 
welfare 
Duties Rights 
Rules 
Maximisation 
of self 
desire/self 
interest 
Act/Rule 
utilitarianism 
Categorical 
imperative 
Respect for 
human beings 
Concept of 
human 
being 
Man as an 
actor with 
limited 
knowledge 
and objectives 
Man is 
controlled by 
avoidance of 
pain and gain 
of pleasure 
Man is a 
rational moral 
actor 
Man is a being 
distinguished 
by dignity 
Type 
Consequentialist 
 
Non- Consequentialist 
 
 
 
Contemporary Ethical Theories 
Contemporary theories have been developed in the last few decades. The four 
main contemporary theories are  
• Virtue ethics 
• Feminist ethics 
• Discourse ethics 
• Post modern ethics. 
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Virtue Ethics 
Most of the traditional ethical theories have been based on right or wrong 
according to the actions. In virtue ethics, the character of the person is given 
importance. Thus ‘good action comes from good people’. Virtue theory can be 
defined as:  
Virtue ethics contends that morally correct actions are those undertaken by 
actors with virtuous characters. Therefore, the formation of the virtuous character 
is the first step towards morally correct behaviour.  
 
Virtues are set of traits of character that enable a person to lead a good life. 
Virtue can be intellectual as well as moral. These virtues are learned or acquired 
throughout life.  
 
Virtue ethics is based on the notion of good life. In business sense making profit 
is not important but distribution of profit equally to the stake holder is important. 
The main drawback of this theory is that there is no clear code of conduct for 
different areas; how to translate an idea of virtue trade to ethical action. This 
theory shows that right or wrong of the action is not to be governed by principles 
but by experience (Nielsen 2006) 
 
Feminist Ethics 
This theory was proposed by Gilligan (1982). The theory is based on the 
assumption that males and females have different attitudes towards 
organisations social life which has an impact on the way ethical dilemmas are 
handled. Feminist ethics is defined as follows:  
 
Feminist ethics is an approach that prioritises empathy, harmonious and healthy 
social relationships, care for one another, and avoidance of harm above abstract 
principles.  
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Contrasting gender based view of business ethics 
 
Ethics of rights 
(male approach) 
Ethics of care and 
relationship  
(Feminist approach) 
Views of human 
Autonomous, separate, 
independent. Bearer of a 
function in the group 
Independent actors within a 
social web 
Moral goal 
Fairness and impartiality. 
Maintenance of rules. 
Avoid harm. Maintenance of 
relationships 
 
Moral Problems 
Conflicts of rights between 
individuals 
Conflict of responsibilities in 
network relationships 
Values 
Rights, duties, fairness, due 
process, equal protections 
Harmony, empathy, 
community, caring, 
responsiveness, integration 
Focus Results Processes 
Driving social 
force 
Competition, winning Cooperation, compromise 
 
 
Discourse Ethics 
Most theories discussed above are based on assumptions and outcomes of 
actions which may be right or wrong. It cannot be assumed that all the humans 
share the same values and have the same approach to ethics. This may be 
possible in a homogeneous situation but when different people from various 
backgrounds come together than this theory may not work.  
 
Discourse ethics may work for the theory propounds that norms cannot be 
justified by rational arguments but have to be generated and apply to solve 
ethical conflicts on a day to day basis (Preuss 1999). The main advocate of this 
approach is Steinman and Lohr (1994). They argue that ethical reflection has to 
start from real life experience and not belief systems.  
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The basic definition of this is: 
Discourse ethics aims to solve ethical conflicts by providing a process of norm 
generation through rational reflection on the real life experience of all relevant 
participants.  
 
The ultimate goal of ethical issues in business should be the peaceful settlement 
of conflicts. With this good in mind one should sit together and engage in a 
discourse about the settlement of the conflict and provide solution that is 
acceptable to all. The outcome should be non persuasive and non coercion 
(Hebermas 1983) 
 
Postmodern Ethics 
The postmodern school of thought fundamentally questions the link between 
rationality and morality that is inherent in all traditional ethical theories. The 
traditional theories have their origin in modernism. These theories tried explaining 
nature, man, and society. Zygmunt Bauman (1993) was one of the best known 
proponent’s of postmodern ethics.  
 
Post modern ethics is defined as: 
Postmodern ethics is an approach that locates morality beyond the sphere of 
rationality in an emotional “moral impulse” towards others. It encourages 
individual actors to question everyday practices and rules, and to listen to and 
follow their emotions, inner convictions, and ‘gut feelings’ about what they think is 
right and wrong in a particular situation.  
 
Postmodern ethics have quite significant implications for ethical decisions in 
business. Gustafson (2000) suggested that postmodern business ethics 
emphasis the following: 
• Holistic approach 
• Examples rather than principles 
• ‘Think local, act local’ 
• Preliminary character 
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Holistic Approach. Morality is an inner conviction of individuals and there is no 
distinction between private and professional realm. Postmodernist say that ethical 
behaviour according to the modern theories leads to abstract and distant view of 
ethical issues. This causes people to follow different standards in their 
professional and private lives. But in business organisations such a view raises 
questions about the beliefs and practices held by an organisation (Bauman 
1993). 
 
Examples rather than Principles. Morality is not based on principles and 
rules. It is based on experience, inner convictions, and uses persons and role 
models as ones model instinct. Virtue ethics has the strongest affiliation to 
postmodern ethics (Shaw 1995).  
 
‘Think local, Act local’. Modernist theories are aimed at general principles that 
are applicable to each and every situation. It highlights the fact that no one 
situation is the same. Different people, power relations, cultural antecedents and 
emotional context lead to different judgements which could have been regarded 
as in the “same class” and subject to same principles. 
 
Primary Character. Postmodern ethicist are pessimistic than their 
counterparts. Ethical reasoning is a constant learning process in which solutions 
with a better fit, or reasoning making more sense and works better than 
approaches tried.  
 
Business Ethics 
How business ethics became the central point of discussion in the present time? 
The reason is not the rightness or the wrongness of the practices applicable to 
the organisation, but also from the changes happening in the world of business.  
Some of the changes are:- 
1. The change in the social expectation from the business. Earlier it was 
expected that the social development of the community was the 
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responsibility of the government, but now some of these responsibilities 
have to be taken up by the business houses. 
2. The consumers’ expectation in terms of being ethical to all stakeholders 
and if this is not fulfilled than there is a chance of loss of goodwill on the 
part of the business.  
3. The emergence of single market and the requirement to maintain a 
standard of employment.  
4. The emergence of the flat management system and to apply a common 
code of practice for all. 
5. The impact of the working of Multinational Corporate in different countries 
and its political implication. 
6. The emergence of legislation to stop malpractices of management.  
 
Business ethics is a new branch of studies. It is in the process of developing a 
language through which its practitioners can communicate and theoretical 
framework in which business activity can be analysed. Also, the framework and 
language will help the management in deciding what is right and what action is 
wrong.  
 
To a large extent the corporate culture determines the conduct of ethics in 
business. This leads to the study of ethics and individual, ethics and the 
organisation and ethics and the business chief.  
 
Ethics and Individual 
A strongly held view is that ethics is entirely a result of upbringing and family 
background. Therefore it cannot be changed when individual becomes an adult. 
However ethics today has become a discipline. Many universities though out the 
world have introduced ethics as a subject and journals like, ‘The Harvard 
Business Review’ are also publishing papers on the subject. 
 
No business can be successful without respecting the ethical issues like gender 
discrimination, individual rights, etc. To expect an employee to tell lies to gain 
sales would harm the business in the long run. Not all businesses take this view. 
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Some believe that all is fair in business and taking an ethical risk is part of the 
game. Thus, business has to be subject to rigorous constrains and control.  
 
Ethics and the Organisation 
Business ethics is not only concerned with bribing and getting things done. If a 
business does not take bribe than it does not mean that it is ethical. This is a very 
narrow and restrictive view. Business ethics covers a whole lot of activities like 
hawking poor qualities of product, keeping promises, window dressing of balance 
sheet, compliance with the law and statues and also concern for local community. 
 
Ethics and the Business Chief 
A single person in an organisation cannot be ethical and survive. But this is not 
always true. A CEO of a company should have the will, that is, the duty to spell 
out what the organisation stands for, its beliefs and values and what it will or will 
not accept. He can achieve what he wants, that is being ethical. An unethical top 
manager may run into serious trouble and face risk. A leader must be a law 
abiding citizen and proposes to lead a company and behave like a good 
corporate citizen.  
 
Yet this is a beginning. Many companies today are conscious of their 
responsibilities. They are ahead of what is demanded by legislation. The Tata 
Industries is an extraordinary example, due to the vision of J.R.D.Tata. The 
establishment of institutions and scholarships are some of the initiatives by this 
group. Tata steel has set a new benchmark in standards of employee and 
community health, welfare and security. 
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Chapter II 
Research Methodology 
Introduction 
Today the world has become a small place. It is not possible for a country or an 
economy to grow on isolation. Similarly, an individual changes over a period of 
time. The changes in the pattern of behaviour will also influence the beliefs and 
values. These personal beliefs and values have an impact on the professional life 
of individuals. So the question arises, do people behave ethically in an 
organisation or are organisations behaving ethically? Either way both the 
individual and organisation must behave in a pattern which is legally and morally 
acceptable.  
Business ethics is not a clear area. No universal set of ethical principles exists.  
What is right and what is wrong depends on the circumstances. To instil ethical 
“values” into the corporate and the employees that do not like them, businesses 
must have vision about what they exist for, shared by everyone connected with 
business.  
 
The origin of the word ethics is from the Greek word “ethos” meaning an 
individual character and a community’s culture. The Institute for Global Ethics 
defines ethics as the obedience to enforce. 
 
The four basic meanings of the word ‘ethics’, as by given in Webster’s Collegiate 
Dictionary are 
1. Discipline dealing with what is good or bad and with moral duty and 
obligation. 
2. A set of moral principles or moral values. 
3. A theory of system of moral values. 
4. The principles of conduct governing an individual or group. 
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Title of the Thesis 
A Study on the Agreement of Ethical Issues of Corporate Sector. 
 
Aim of Research Project  
• To examine the extent of agreement on ethical issues related to business. 
• To study impact of personal characteristics and ethical behaviour of 
mangers in corporate. 
• To study the effect of cultural and gender issues on ethical behaviour of 
managers. 
 
Review of Literature 
Kulshreshtha (2007) has shown the inter-relationships between economics, 
ethics and business ethics. The paper shows the nature of inter-relationship and 
highlights the relevance of ancient ethical principles, such as ethics of 
interdependence and ethics of prudence of self development to the development 
of present day business ethics. The author shows the importance between 
economic incentives and ethical motives for action, pressing the need for 
appreciation of business ethics in today’s globalising world.  
Watson and Love (2007) show the shades of moral agency in organisational 
ethics. They show the implications for theory, research, teaching and practice.  
Roy and Singer (2007) have presented their views on ethics and self knowledge 
in corruption related decision making. The nature of corruption in international 
business and the types of bribe are discussed. Two managerial decision models 
are proposed to help international managers. The first model is based on ethical 
analysis and it conditionally presents types of facilitating payment. The second 
model is a psychological analysis and involves identification and classification of 
bribe payment. These models are to be used in a multifaceted approach to 
reducing corruption.  
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Ogbechie and Kaoufopoulos (2007) evaluated the corporate governance 
practices in publicly quoted companies in Nigeria. This border on board 
characteristic, composition and roles in strategy development, appraisal, 
relationships between board and chief executive officers, top management and 
other stake holders. The result shows the Nigerian public companies have good 
corporate governance at different level of adoption of issues.  
 
Leblanc (2007) has studied corporate governance and board effectiveness. After 
the recent corporate scandals the company boards has come into light. The 
author suggests no direct causal relationship between board structure and 
corporate performance. 
 
Bremer and Ilias (2007) have studied corporate governance in a developing 
country like Egypt. The scandal of Enron and WorldCom (USA), Nortel and 
Crocus (Canada) and Paramalet and Royal Ahold (EU) have exposed the failure 
of corporate governance and ethics which shook the capital markets in developed 
countries and spotlighted on weak corporate governance and ethics in 
developing, emerging and transitional economies. The implications of this study 
with respect to Egypt, developing countries and global investors are important.  
 
Ranchhod and Park (2004) have studied market positioning and corporate 
responsibility. The current problem surrounding the unethical behaviour of the 
companies and the growth in public awareness pressurises the government to 
introduce legislation for company obligations. The paper examines the issues in 
corporate social responsibility and to relate them to stakeholder management. 
This in the long run would lead companies to a strong position to develop strong 
market positioning strategies.  
 
Wanda D’Hanis (2000) has questioned in his paper ‘business ethics, myth or 
reality, tool or essence.’ The author states that ethics is confused with ideology. 
Theoretical and practical reasoning according to Kant equals moral deliberations 
on the quality. Moral awareness to economic dealing is as inherent to or other 
human occupation. The culture of a company becomes fundamental in the 
knowledge and action of intelligent people who critically evaluates it. Culture is a 
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person’s objective search and values are linked to quality which may or may not 
be ethical values.  
 
Gentili, Stainer and Stainer (2003) have presented ethical dimension of Total 
Quality Management. The authors have highlighted two basic elements,  
• A sound formula on careful examination of organisation past performance 
and future goals and  
• To install a sophisticated programme of training for all levels of the 
organisation from the leaders.  
 
Brown (2008) has studied corporate ethics initiative as change management. The 
paper examines the current gap between subject of business ethics and  
pre -1960 management theories. The management theorist Frederick Taylor, 
Chester Bernard and Peter Druker of 1900 are examined for their business ethics 
content. Brown concluded that there are significant business ethics content and 
ethical implications in the writings of each of the three management theorists.  
 
Garg and Parikh (1998); Parikh and Garg (1990) and Tripathi (1990), have 
studied the business values in India and the West. Indian managers experience a 
clash between the values they acquire from their education and professional 
training and those from Indian culture and society. This is because their training 
emphasis on western rationality and rule whereas values drawn from family and 
community emphasis affiliation and social obligation.  
 
Haley and Haley showed the importance of ethics among Indian managers. 
According to them Indian businesses face high level of uncertainty due to 
decision making based on intuitive and network approach. Also there is a 
possibility that these managers even face cultural clashes. They opt for Indian 
values rather than Western Corporate values. 
 
Khan and Atkinson (1987), Sahay and Walsham (1997) show that managers who 
work in multinational companies in India and the west follow the western 
corporate values. Khan and Atkinson (1987) have shown that 71% of Indian 
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companies and 69% of western companies show budgetary provisions for social 
responsibility. 
 
Vishesvaran and Deshpande (1996) show the relationship between ethics and 
level of job satisfaction. The level of satisfaction reduces when the managers 
behave unethically. This gives rise to division in value perceived and value in 
use.  
 
Sadri, Dastoor and Jayshree (2001) are great contributors in India towards the 
study of ethics. The authors have evaluated different corporate sectors and the 
managerial ethics associated with it. They have studied the role of factors like 
bribery, blackmail, unethical practice, social damage, workers safety and 
corruption. 
 
Chakrobarty (2001), in his book “Ethics and Management-Vedantic Perspective” 
has compared various views on ethics. The book has emphasised the holistic 
approach to human values, managerial and corporate ethics. Some other aspects 
covered are ethics as a tool of motivation, leadership character, work ethics and 
transformation of work ethics.  
 
Swami Jitatmanandiji  in his book “Indian Ethics of Management” has shown the 
interrelationship between management problems and ethics. He has also 
discussed the importance of Indian ethics in practice 
 
Kers argues that ethics is a major competitive tool in these days of globalisation. 
He says that to be ethical, an organisation has to be in itself a role model, train 
the employees on ethical behaviour and at the end prioritise the issue.  
 
Donaldson (1989) has studied the ethics in multinational companies. He has cited 
examples of South African Disinvestment, The Bhopal Gas Tragedy and Third 
World Food Problem to highlight the ethics of the multinational corporate. He 
suggested that multinational companies should work ethically by having standard 
policies and practices.  
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Gohil (2004) has studied “Ethical Agreement of Middle Level Managers of 
Corporate Sector”. 
 
Research Methodology 
The present researcher has selected the sample using stratified sampling 
technique. In the first phase, a list of business corporate in India and abroad was 
prepared. The sector-wise classification is as follows: Software Industry, 
Engineering and Electronics Industry, Pharmaceutical industry, Agriculture and 
Chemical Industry, Banking and Miscellaneous Industries.  
In the second phase the researcher contacted the under mention corporate to 
obtain their permission for data collection.  
 
1. Wipro Technologies ltd.  
2. I Link Software Pvt. Ltd.  
3. Arraycom Pvt. Ltd  
4. Integra Hindustan Control Ltd. 
5. Harsh Engineers Pvt. Ltd. 
6. Torrent Pharmaceutical Ltd.  
7. Cadila Healthcare Ltd. 
8. Pan drugs Ltd. 
9. Hikal Ltd, 
10. Pfizer Ltd. 
11. Novartis india Ltd.  
12. Glaxo Smithkline Beacham  Ltd. 
13. Gujarat State Fertilizer Corporation Ltd. 
14. Jay Agro Industries 
15. Baroda Agro Chemical Pvt. Ltd. 
16. Western Crop Science Ltd. 
17. State Bank of India 
18. Oil and Natural Gas Commission 
19. S H B Energy Pvt. Ltd. 
20. Mamta Energy Pvt. Ltd. 
21. Toyota Kirloskar Motor Pvt. Ltd. 
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22. Kingfisher Airlines 
23. Mamta Machinery Pvt. Ltd. 
24. Intas Pharmaceutical Ltd.  
25. Accord Healthcare Ltd (EU) 
26. Banc Tech Service  
27. Daily Mail & General Trust PLC 
28. Alliance & Leicester 
29. Rolls Royce 
 
In the final stage the researcher decided to collect data from 500 managers from 
various sectors. From the 500 questionnaire dispatched, a response of 262 was 
received.  
 
The following table shows the response from different sectors. 
Software Industry     44% 
Engineering and Electronics Industry  64% 
Pharmaceutical Industry    95% 
Agriculture and Chemical Industry  22% 
Banking Industry     32% 
Foreign Industry     21% 
Miscellaneous Industry    66% 
Total       52% 
 
Data Collection 
A questionnaire was prepared on ethical issues. The questionnaire was divided 
into five categories. In the first category the questions were basic in nature. The 
questions were related to: the type of industry, size of the industry, education 
level, income, work experience and age.  
 
In the second category, thirteen questions were related to general ethics. Here 
importance was given to individual’s attributes and their perception of the same. 
The next two categories had eight question related to organisational ethics and 
nine questions related to human resource ethics. And the final category had 
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seven questions related to marketing ethics. Appendix I is the questionnaire used 
for the collection of data.  
 
The questionnaire was close ended and had a five point scale.  
The above data was analysed keeping in mind the different publications. 
 
Tools for Analysis 
Mathematical tools such as Annova, t-test, Average and Weighted average have 
been used for comparison and conclusion. 
 
Significance of the Study 
Ethics is a debated area in diversified cultures, especially in the field of business. 
Ethics, in business and financial deals can also be in the extreme. Certain studies 
can explore the background, application of knowledge in business and empirical 
investigation of human minds and values. This could lead to further simplification. 
Within the limited resources and capital, the researcher has observed some 
relationship to all the aspects of ethics studies. The study has lead to some 
valuable contribution to the existing literature.  
 
Chapter Plan 
Ch I. Overview of ethical issues in corporate 
Ch II. Research Methodology 
Ch III. Individual agreement on ethical issues - a data analysis 
Ch IV. Organisation related agreement on ethical issues - a data analysis 
Ch V. Human resource related agreement on ethical issues - a data analysis 
Ch VI. Marketing related agreement on ethical issues - a data analysis 
Ch VII. Overall agreement level of managers 
Ch VIII. Summary, Findings and Conclusion  
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Limitation of the Study 
• Concept and understanding of the term ‘Ethics’ depends on individual 
perception. 
• Individual ethics change with experience and situation. 
• The response of some of the managers was not very clear and forth 
coming. 
• It was not possible to study the gender issue as the respondents were 
unwilling to give personal information. 
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Chapter III 
Individual Agreement on Ethical Issues - A Data Analysis 
 
Ethics is one of the most important issues faced by business management today. 
Many companies through out the world are implementing code of conduct and 
corporate governance. 
 
Corporate governance is a system through which companies are directed and 
controlled. It has become a new buzzword today because of a number of scams 
happening all over the world. Periodically several committees have been formed, 
reports submitted by each have recommended some code of practice targeted 
towards avoiding reoccurrence of similar incidences in future. No such idea has 
yet been developed which will suggest how the company should be governed so 
that the chances of similar incidences recurring may not arise at all. Here come 
the practices of ethical norms. So along with the codes, the organization should 
be an ethical organization to avoid such incidences. 
 
Being ethical is not only the responsibility of the employer or the organisation but 
is also the responsibility of the employee. The survival of the company is directly 
dependent on the employees and employers conduct of work. 
 
The question that arises is-“what is it to be ethical”? For the organisation, being 
ethical is to follow the code of conduct designed and implemented by them. For 
an employee being ethical may take different forms. For example: As a manger is 
it important to be punctual? Or as a manager to use firm’s resources for personal 
gain is important? Such issues will highlight the behaviour of an employee and 
his/her commitment to the organisation. 
 
For an individual to be ethical is not very simple. As an individual a person has 
set beliefs and values which have been inculcated in him/her from the beginning. 
As they grow, the individual reflects on the right or wrong consequence of the act. 
Also the experience they gain will have an impact on the perception. Thus for 
different individuals being ethical carries different meaning.  
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For an organisation it would be very difficult to implement a set of rules or code of 
conduct for employees as all of them have different perception and learning 
experience and thus will perceive situation differently. 
 A recent survey conducted by LRN, an ethics research and consulting firm, 
found that 73% of full-time American employees reported encountering ethical 
lapses on the job. However, the survey also found that of the 73%, only “one in 
three, or 36%, said that they have reported an incident they believed to be 
unethical or questionable to management.” Most, or 58%, of these managers said 
they didn’t report it because they were not directly involved in an incident. 
Fourteen percent said they lacked confidence in how their employer would 
handle it. 
A company can’t protect its employees unless managers truly understand their 
role in the ethics enforcement process. Training is one approach, but Craig 
Smith, senior fellow in marketing and ethics at London Business School, points 
out in a recent Wall Street Journal article that ethics should also be part of the 
recruiting process. 
The researcher has analysed the responses from 262 managers of various 
industries which are presented in Tables from III.1 to III.6.  
 
 
Type of Industry 
 
Manufacturing Industry 
Table III.1.1 shows the general ethical behaviour of managers in a manufacturing 
industry.  Fifty eight of the managers feel that as managers their commitment 
level should be very high and fifty five believe that for being successful, 
punctuality is an important factor. Fifty four of the managers feel that they are 
friendly and cooperative with their peers and subordinates, while the same 
number feels that they are also responsible for using the resources of the 
organisation. Fifty three, of the managers believe that they respect and 
appreciate the views of others in the organisation. Forty eight of the managers 
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feel that social welfare is considered while making decisions. Fifty three, fifty six 
and fifty four of the managers feel that to be effective manager honesty, self 
discipline and trustworthiness is an important virtue, respectively. Only twenty 
eight of the managers feel that it is acceptable to use company’s resources for 
personal gain and thirty of them feel that at times they are forced to resort to illicit 
practice for survival of the business. Thirty one of the managers believe that while 
taking decisions bias places a major role. Thirty three of the managers feel that it 
is alright to compromise on stakeholders’ interest to be ethical.  
 
Service Industry 
Table III.1.2 shows the general ethical behaviour of managers in service industry.  
Fourteen of the managers feel that commitment level should be high and 
punctuality is a requisite for being successful. Thirteen of the managers feel that 
as managers they are cooperative with their peers while fourteen of them believe 
that they also respect the views of others. Twelve of the managers believe that 
they are responsible for using the resources of the organisation and that they feel 
that social welfare has to be kept in mind while making decisions. Thirteen of the 
managers believe that only honesty and trustworthiness is an important virtue but 
fourteen of them believe that self discipline is also an important virtue for being 
successful. Five of the managers feel that it is acceptable to use company’s 
resources and six of them feel as managers they are forced to resort to illicit 
practice for the firm’s survival. Nine of the managers feel that often bias plays an 
important role in decision making while seven of them feel that to be ethical it is 
acceptable to compromise on stakeholders interest. 
 
Trading Industry 
Table III.1.3 shows the general ethical behaviour of managers in trading industry.  
Six managers feel that their commitment level should be high for the organisation 
they work for. The same number of managers believes that punctuality is very 
important for being successful. Six managers feel that they are responsible in 
using the resources of the organisation. And the same number believes that they 
are not only cooperative to their peers but also listen to their subordinate. Five of 
the managers feel that they keep in mind the social welfare while making 
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decisions. Five of the managers believe that not only honesty is an important 
virtue to be successful but six of them feel that self discipline and trustworthiness 
is also important to be successful. Two of the managers feel that it is acceptable 
to use company’s resources and as managers they are forced to use illicit 
practice for survival of the firm. Three of the managers feel that bias plays an 
important role in decision making while the same number of managers believe 
that it is acceptable to compromise stake holder’s interest for being ethical.  
       
 
Other Type of Industry 
Table III.1.4 shows the general ethical behaviour of managers in other type of 
industry.  Four of the managers feel that as managers their commitment level 
should be high for the organisation, friendly and cooperative towards their peers 
and appreciate and accept the views of others. The same number of managers 
feels that as managers they should be punctual and believe that they use the 
resources of the organisation with utmost care.  Three of the managers believe 
that while making decisions they always keep in mind the social welfare concern. 
Four of the managers feel that to be successful the virtues like honesty, self 
discipline and trustworthiness is important. A manger feels that it is acceptable to 
use company’s resources and at times they are forced to resort to illicit practice 
for the firm’s survival. Two of the managers feel that personal bias plays an 
important role in decision making and the same number feel that it is acceptable 
to compromise stockholder’s interest to be ethical. 
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Size of the Industry 
 
Large Scale 
Table III.2.1 shows the general ethical behaviour of managers in a large scale 
industry. Fifty one managers feel that as manager their commitment level should 
be high in the organisation. Fifty of the managers believe that punctuality is an 
important requisite to be successful. Forty eight of the respondent feel that they 
are not only friendly and cooperative towards their peers but also respect their 
views. Forty six of them feel that they are responsible in using the resources of 
the organisation. Forty two of the managers believe that while taking decisions, 
social welfare is always kept in mind. Forty eight managers feel that honesty and 
trustworthiness are important virtues for being successful while fifty of the 
managers feel that self discipline is also very important. Only twenty two of the 
managers feel that it is acceptable to use company’s resources. Twenty three 
managers feel that they do resort to illicit practice for the survival of the firm. 
Twenty seven of the managers believe that personal bias plays a role in decision 
making while twenty six of them feel that at times for being ethical, stake holder’s 
interest should be compromised. 
 
Medium Scale 
Table III.2.2 shows the general ethical behaviour of managers in a medium scale 
industry.  Twenty two of the managers feel that as managers their commitment 
level should be high. Twenty of the managers feel punctuality is an important 
requisite to become successful. The same numbers of managers feel that they 
are not only friendly and cooperative towards their peers but also respect the 
views of others and are responsible in utilising the resources of the organisation. 
Eighteen of the managers feel that they do keep in mind social welfare while 
making a decision.  Nineteen of the managers believe that honesty and 
trustworthiness is an important virtue to be an effective manager and twenty one 
of them feel that self discipline is a must to be successful. Ten of the managers 
feel that it is acceptable to use company’s resources for personal gains while 
twenty of them feel that they are forced to use illicit practice for the survival of the 
business. Fourteen of the managers believe that personal bias plays a role in 
 34 
taking decisions while the same numbers of managers feel that it is acceptable to 
sacrifice the interest of the stakeholders if the organisation has to function 
ethically. 
 
Small Scale 
Table III.2.3 shows the general ethical behaviour of managers in a small scale 
industry.  Nine managers feel that as managers their commitment level is high, 
are responsible in using the resources of the organisation, are friendly and 
cooperative towards their colleagues, give due respect to their views and 
suggestions and believes that to be successful it is important to be punctual. 
Seven of the managers believe that whenever they take decisions, social welfare 
is always considered. Eight of the managers feel that honesty is an important 
virtue for being effective as a manager while nine of them feel that self discipline 
and trustworthiness are also important to be effective. Four of the managers 
believe that it is acceptable to use company resources and they sometimes use 
illicit practice for the sake of the company. Managers believe that bias plays a 
role in decision making. Five of the managers feel that to be ethical it is 
acceptable to compromise shareholders interest. 
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Income Level 
 
Income below Five lakhs 
Table III.3.1 shows the general ethical behaviour of managers whose income is 
below five lakhs.  Thirty three of the managers feel that as a manager the 
commitment level should be high. Thirty two managers believe punctuality is a 
requisite for being successful while thirty of them feel that they are friendly and 
co-operative with their peers and take accountability in using the resources of the 
organization. Thirty one feel that as a manager they do respect the views of 
others. Twenty six of the managers feel that social welfare is an important aspect 
in taking business decision. Twenty nine of the managers believe that honesty is 
a requisite for being effective managers. Thirty two of them believe that self 
discipline an important aspect for being an effective manager. Thirty one of them 
feel that trustworthiness is an important trait for being an effective manager. 
Fourteen of the managers feel that it is acceptable to use company’s resources 
for personal gains while sixteen of them feel that as managers they are forced to 
resort to illicit practices necessary to survive. Eighteen of the managers believe 
that personal bias play a role in taking decisions and stakholder’s interest could 
be compromised for being ethical. 
 
Income between Five to Ten lakhs 
Table III.3.2 shows the general ethical behaviour of managers whose income is 
between five lakhs to ten lakhs. Twenty seven of the managers feel that as a 
manager the commitment level should be high. Twenty six managers believe 
punctuality is a requisite for being successful while twenty five of them feel that 
they are friendly and co-operative to their peers and are responsible in using the 
resources of the organization. Twenty four feel that as a manager they do respect 
the views of others. Twenty five of the managers feel that social welfare is an 
important aspect in making business decisions. Twenty two of the managers 
believe that honesty a requisite for being effective managers, twenty five of them 
believe that self discipline an important aspect for being an effective manager 
and twenty six of them feel that trustworthiness is an important trait for being an 
effective manager. Twenty four of the managers feel that it is acceptable to use 
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company’s resources for personal gains, while twelve of them feel that as 
managers they are forced to resort to practices which are illicit but necessary to 
survive. Fourteen of the managers believe that personal bias plays role in taking 
decisions and thirteen believe that for being ethical, stake holder’s interest can be 
compromised 
 
Income above Ten lakhs 
Table III.3.3 shows the general ethical behaviour of managers whose income is 
more than ten lakhs.  Twenty of the managers feel that as a manager the 
commitment level should be high. Seventeen managers believe punctuality is a 
requisite for being successful. Eighteen of the managers feel that they are 
friendly and co-operative to their peers, are responsible in using the resources of 
the organization and feel that as managers they do respect the views of others. 
Sixteen of the managers feel that social welfare is an important aspect in making 
business decisions. Eighteen of the managers believe that honesty and 
trustworthiness is a requisite for being effective managers while nineteen believe 
that self discipline is also an important aspect for being an effective manager. 
Ten of the managers feel that it is acceptable to use company’s resources for 
personal gains and the same number of managers feel that as managers they 
are forced to resort to practices which are illicit but necessary to survive. Twelve 
of the managers believe that personal bias plays role in taking decisions and 
thirteen believe that for being ethical, stake holder’s interest should be 
compromised. 
 
No Income Mentioned 
Table III.3.4 shows the general ethical behaviour of managers who have not 
mentioned their income criteria. Three of the managers feel that as manager the 
commitment level should be high and punctuality is a requisite for being 
successful. The same number of managers believes that they are friendly and co-
operative to their peers, are responsible in using the resources of the 
organization and that as a manager they do respect the views of others. Two of 
the managers feel that social welfare is an important aspect in taking business 
decision. Three of the managers believe that honesty, self discipline and 
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trustworthiness is a requisite for being effective managers. A single respondent 
feels that it is acceptable to use company’s resources for personal gains and is 
forced to resort to practices which are illicit but necessary to survive. A single 
respondent feels that personal bias plays a role in taking decisions and for being 
ethical, stake holder’s interest should be compromised 
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Education Level 
 
Graduation 
Table III.4.1 shows the general ethical behaviour of graduates.  Twenty seven of 
the managers believe that as managers their commitment level should be higher 
than their subordinates. Twenty six of the managers believe that punctuality is 
one of the requisite for being successful as well as respecting the ideas of peers 
and subordinates. Twenty four of the managers feel that they are friendly and 
cooperative with their peers and also are responsible in using the resources of 
the organisation. Twenty two of the managers believe that when ever they take a 
decision, the aspect of social welfare is kept in mind. Twenty five managers feel 
that to be successful, honesty is an important requisite. Twenty seven of them 
feel that self discipline is a very important factor. Twenty four of them feel that 
trustworthiness is also very important. Twelve managers feel that it is fair to use 
the company’s resource for personal gain.  Fourteen of the managers believe that 
it is sometimes necessary to use illicit practice to survive. Fifteen of the managers 
believe personal bias play a role in taking decisions and for being ethical, stake 
holder’s interest can be compromised. 
 
Post Graduation 
Table III.4.2 shows the general ethical behaviour of post graduates.  Thirty seven 
of the managers feel that it is very important for a manager to be committed to 
the organisation. Thirty five of the managers feel that punctuality is not only the 
criterion to be successful but to be friendly and supportive towards colleagues 
and to respect their views is also very important. Thirty four of the managers feel 
that they are responsible while using the resources of the organisation. Thirty of 
the managers feel that while taking decisions social welfare is considered. Thirty 
three, thirty six and thirty five of the managers feel that honesty, self discipline 
and trustworthiness are important virtues to be successful. Seventeen of the 
managers believe that it is acceptable to use the company’s resources for 
personnel gain and acceptable to resort to illicit practice for company’s survival. 
Twenty of the managers believe that personal bias plays a role in taking 
 43 
decisions, while the same number of managers feel that it is reasonable to 
compromise the stake holder’s interest to be ethical. 
 
Technical Qualification 
Table III.4.1.3 shows the general ethical behaviour of managers with technical 
qualification.   Eighteen of the managers believe that they are committed to the 
organisation. Seventeen of the managers feel that punctuality and 
cooperativeness are also the factors to be successful, to respect peers and 
subordinate is also important. Seventeen of the managers feel that they should 
be responsible in using the resources of the organisation. Fourteen of the 
managers feel that social welfare is an important aspect in taking business 
decisions. Sixteen of the managers feel that honesty is an important virtue to be 
successful. Eighteen of them feel that discipline is an important virtue for success 
and seventeen feel that trustworthiness is important.  Only six respondent believe 
that it is acceptable to use company’s resources for personal gains while eight of 
the managers believe that as a manager sometimes they are  forced to resort to 
practices which are illicit but necessary to survive. Ten of the managers feel that 
personal bias plays a role in taking decisions. For being ethical, the same number 
believes the stake holder’s interest should be compromised. 
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Work Experience 
 
Work Experience Less than Ten years 
Table III.5.1 shows the general ethical behaviour of managers. The managers are 
with experience of less than ten years. Twenty seven of the managers feel that 
their commitment level is high. Twenty five managers believe that punctuality is 
must to be successful while the same numbers feel that they are not only friendly 
and cooperative with their peers but also respect and accept their views. Twenty 
four of the managers feel that as manager they are responsible in using the 
resources of the organisation. Twenty one of the managers believe while making 
decision they always keep social welfare in their mind. Twenty four, twenty six 
and twenty five managers feel that honesty, self discipline and trustworthiness is 
an important virtue for being successful. Eleven of the managers feel that it is 
acceptable to use company’s resources for personal gain while thirteen of them 
feel that they do resort to illicit practice for the survival of the business. Fourteen 
of the managers feel that personal bias does play an important role at the time of 
decision making. Fifteen of the managers feel that to be ethical it is acceptable to 
compromise stakeholders’ interest. 
 
Work Experience between Ten years to Twenty years 
Table III.5.2 shows the general ethical behaviour of managers with experience 
between ten to twenty years. Thirty seven of the managers feel that their 
commitment level is high. Thirty five managers believe that punctuality is must to 
be successful Thirty four of them feel that they are friendly and cooperative with 
their peers. Thirty three of the managers feel that as manager they are 
responsible in using the resources of the organisation. Thirty five of the managers 
feel that they respect the view of their peers and subordinates. Thirty two of the 
managers while taking decision they always keep social welfare in their mind. 
Thirty four managers feel that honesty and trustworthiness is an important virtue 
and thirty five of them believe that self discipline is also important for being 
successful. Fifteen of the managers feel that it is acceptable to use company’s 
resources for personal gain while seventeen of them feel that they do resort to 
illicit practice for the business survival. Twenty of the managers feel that personal 
 47 
bias does play an important role at the time of decision making. The same 
numbers feel that to be ethical it is acceptable to compromise stakeholders’ 
interest. 
 
Work Experience More than Twenty years 
Table III.5.3 shows the general ethical behaviour of managers having working 
experience of more than twenty years.  Nineteen managers believe that as 
managers they are highly committed to the organisation they work for while   
eighteen managers feel that punctuality is an important aspect to succeed.  
Seventeen managers believe that it is essential for them to be friendly and 
cooperative with their colleagues and that they are responsible while using the 
resource of the organisation. Eighteen managers believe that as managers they 
listen and respect the views of others.  Sixteen managers feel that while taking 
decisions, social welfare is considered. Seventeen, nineteen and eighteen 
managers believe that honesty, self discipline and trustworthiness are important 
virtues for being an effective manager. Only nine managers believe that it is 
acceptable to use the organisation resources for personal gain and that for 
survival of the business, sometimes it is necessary to resort to illicit practice. 
Eleven of the managers feel that personal bias plays a role in decision making in 
the organisation while the same number of them believe that for being ethical, 
stake holder’s interest can be compromised. 
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Age Group 
 
Age Below Thirty years 
Age is one of the factors which has great impact on an individual’s ethics. Table 
III.6.1 shows the general ethical behaviour of managers in the age group below 
thirty years.  Nineteen managers perceive that as a manager their commitment 
level should be high. Seventeen managers believe that punctuality is a requisite 
for being successful. Eighteen managers believe that it is important to be 
cooperative and friendly to seniors. Seventeen managers believe that as 
managers they should be responsible while using the resources of the 
organisation. Seventeen managers perceive that as managers it is necessary to 
respect the views of others in an organisation. Fifteen managers believe that 
social welfare should be kept in mind at the time of decision making. Seventeen, 
eighteen and seventeen managers believe that honesty, self discipline and 
trustworthiness is an important virtue for managers to become successful.  Nine 
of them think that it is not wrong to use organisation resources for personal gains. 
Ten managers believe that some times as managers’ illicit practices are used for 
a business to survive. Eleven managers believe that personal bias has an effect 
on decision making. Eleven managers believe that for being ethical, stakeholders’ 
interest can to be compromised. 
 
Age Between Thirty One to Forty years 
Table III.6.2 shows the general ethical behaviour of managers between the age 
group of thirty one years to forty years.  Thirty five managers believe that as 
managers they are highly committed to the organisation they work for while   
thirty four managers feel that punctuality is an important aspect to succeed.  
Thirty three managers believe that it is essential for them to be friendly and 
cooperative with their colleagues. Thirty two managers feel that they are 
responsible while using the resource of the organisation. Thirty two managers 
believe that as managers they listen and respect the views of others.  Twenty 
nine managers feel that while taking decisions, social welfare is considered. 
Thirty three, thirty four and thirty two managers believe that honesty, self 
discipline and trustworthiness are important virtues for being an effective 
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manager. Only fourteen managers believe that it is acceptable to use the 
organisation resources for personal gain. Sixteen of the managers feel that for 
survival of the business, sometime it is necessary to resort to illicit practice. 
Eighteen of the managers feel that personal bias plays a role in decision making 
in the organisation while nineteen of them believe that for being ethical stake 
holder’s interest should be compromised. 
 
Age Between Forty One to Fifty years 
Table III.6.3 shows the general ethical behaviour of managers between the age 
group of forty one years to fifty years. Nineteen managers believe that they are 
committed to the organisation for which they are working. As for being 
successful, eighteen believe that punctuality is a major attribute.  Seventeen of 
the managers believe that they are not only friendly and cooperative with their co-
workers but also respect their views and are responsible when using the 
organisation resources. Fifteen of the managers believe that social welfare is an 
important aspect to be considered at the time of decision making.  Seventeen 
managers believe that honesty and trustworthiness are important virtues for 
being successful while nineteen of them believe that self discipline is also an 
important trait for success. Only nine of the managers believe that it is acceptable 
to use company’s resources for personal gains as well as to resort to illicit 
practice for the business to survive. Twelve of the managers believe that 
personal bias plays an important role in decision making and eleven of them feel 
that for being ethical stake holder’s interest has to be compromised. 
 
Age Above Fifty years 
Table III.6.4 shows the general ethical behaviour of managers above the age of 
fifty years. Ten managers perceive that as a manager their commitment level 
should be high and that punctuality is a requisite for being successful. Nine of the 
managers believe that it is important to be cooperative and friendly to seniors, be 
responsible while using the resources of the organisation and as managers 
respect the views of others in an organisation. Eight managers believe that social 
welfare should be kept in mind at the time of decision making while nine of the 
managers feel that that honesty is an important virtue for managers to become 
 52 
successful. Also, ten managers feel that self discipline and trustworthiness is 
must to become successful in life. Only four of them think that it is not wrong to 
use organisation resources for personal gains and believe that sometimes illicit 
practices are necessary for survival of business. Five managers believe that 
personal bias has an effect on decision making and four managers believe that 
for being ethical, stakeholders’ interest has to be compromised. 
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Chapter IV 
Organisational Related Agreement on Ethical Issues – 
A Data Analysis 
 
Organisational ethics is one of the most important, yet perhaps one of the most 
overlooked and misunderstood concept in today’s corporate world. 
 
The society in which the organisation survives expects the organisation to take 
the responsibility of forming an ethical code and implement it too. Business 
leaders and business educators believe that this issue is not so simple. They 
believe that personal moral values play an important role in implementation of 
organisational ethics. They also believe that hiring ethical people at work will limit 
unethical behaviour. Another view is contradictory to the above view. Here it is 
believed that employees come from various backgrounds and culture. Each has 
their own set of values and principles. An effective organisational ethics will only 
be possible through established code of conduct and standard and ethical 
behaviour through formal training.  
 
According to Richard L. Schmalensee, Dean of the MIT Sloan School of 
Management, the question is, “How can we produce graduates who are more 
conscious of their potential . . . and their obligation as professionals to make a 
positive contribution to society?” He stated that business schools should be held 
partly responsible for the cadre of managers more focused on short-term gains to 
beat the market rather than building lasting value for shareholders and society 
(Schmalensee 2003).  
 
Defining Organizational Ethics 
Ethics has been termed the study and philosophy of human conduct, with an 
emphasis on the determination of right and wrong. For managers, ethics in the 
workplace refers to rules (standards, principles) governing the conduct of 
organization members. Most definitions of ethics relate rules to what is right or 
wrong in specific situations. For the present purposes, and in simple terms, 
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organizational ethics refers to generally accepted standards that guide behaviour 
in business and other organizational contexts (LeClair, Ferrell, and Fraedrich 
1998). 
   
For developing ethical leadership one needs to understand organisational ethics. 
Every individual working in a firm or organisation does posses certain morals and 
values. These morals and values pertain to their personal life. But are these 
morals and values applicable at the work place? 
 
In an organisation an employee has to understand the relationship between legal 
and ethical decisions. Being honest, fair and open is not enough because an 
individual’s career opportunity may force a person to compromise on ethics. 
 
Some thinkers on organisational ethics believe that training on ethics is for those 
who are unethical. This view is not accepted by all, for organizations are 
comprised of diverse individuals whose personal values should be respected. 
Agreement regarding workplace ethics is as vital as other managerial decisions. 
 
The researcher has analysed the responses from 262 managers of various 
industries which are presented in Tables IV.1 to IV.6.  
 
 
Type of Industry 
 
Manufacturing Industry 
Table IV.1.1 shows the organisational ethics of managers in a manufacturing 
industry.  Forty nine of the managers believe that the measures used to access 
the firm’s success are acceptable and forty eight of the managers feel that the 
means of procurement of resources by the organisation are justifiable. Only  
twenty nine of the managers feel that their business sometimes get into legal 
tangles,  while twenty seven of them believe that the business does resort to non 
constitutional means to avert conflict. Forty nine of the managers feel that the 
business proceedings in their organisation are transparent. Thirty six of the 
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managers feel that they are aware of the misuse of resources in their 
organisation and twenty seven of them feel that at times the organisation uses 
misleading tactics. Forty six of the managers feel that code of conduct is 
applicable in their organisation. 
 
Service Industry 
 Table IV.1.2 shows the organisational ethics of managers in service industry.   
Twelve of the managers believe that the methods used to assess the success of 
the firm and the means to procurement of resources are justifiable. Eight of the 
managers feel that the organisation they work for does get into legal tangles 
while five of the managers feel that as managers they do resort to non 
constitutional means to avert conflict. Twelve of the managers feel that all the 
proceedings and procedures in the organisation are transparent while nine of 
them believe that they are aware of the misuse of resources in the organisation. 
Only six managers feel that misleading tactics are used in the organisation. 
Twelve of the managers believe that code of conduct is at its place in the 
organisation.  
 
Trading Industry 
Table IV.1.3 shows the organisational ethics of managers in trading industry.  
Five of the managers feel that as managers the methods used to evaluate the 
success of business and the means to procure the resources for the organisation 
are justifiable. Three of the managers feel that their business at times lands in 
legal tangles and two of the managers believe that they use non constitutional 
means to avoid unnecessary conflict. Five managers believe that the business 
proceedings are transparent but three of them feel that also as managers they 
are aware of the misuse of resources in the organisation. Two of the managers 
feel that sometimes the firm uses misleading tactics. Four of the managers 
believe that the code of conduct is applicable in the organisation. 
 
Other Type of Industry 
Table IV.1.4 shows the organisational ethics of managers in other type of 
industry. Three of the managers feel that the measure used to evaluate the 
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success of the business is justifiable while four of the managers feel that the 
means of procurement of resources are correct. Two of the managers feel that at 
times the business does get into legal tangles and use non constitutional 
measures to avoid conflict. Three of the managers feel that all the business 
proceedings in the organisation are transparent and are aware of the misuse of 
resources in the organisation. Two of the managers feel that at times the 
company does resort to misleading tactics and three of them feel that at the same 
time a code of conduct is in its place in the organisation.  
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Size of the Industry 
 
Large Scale 
Table IV.2.1 shows the organisational ethics of managers in a large scale 
organisation.  Forty four of the managers feel that the methods used to evaluate 
the success of business is justifiable while forty three of them feel that the means 
of procurement of resources in an organisation are correct. Twenty seven of the 
managers feel that their business does get into legal tangles while twenty one of 
them feel that the business at times use non constitutional means to avoid 
conflict. Forty four of the managers feel that business proceedings in their 
organisation are transparent. Thirty one of the managers believe that they are 
aware of the misuse of resources in the organisation. Twenty three of the 
managers feel that at times misleading tactics are used in the organisation. Forty 
three of the managers believe that code of conduct is applicable in all areas of 
their organisation 
 
Medium Scale 
Table IV.2.2 shows the organisational ethics of managers in a medium scale 
organisation.  Eighteen of the managers feel that the methods used to evaluate 
the performance of the organisation and the means of procurement of resources 
are justifiable. Twenty of the managers feel that at times the business does get 
into legal tangles while eleven of them feel that the organisation does use non 
constitutional means to avert conflict. Eighteen of the managers believe that all 
the business proceedings are transparent while thirteen of the managers know 
about the misuse of resource in their organisation. Ten of the managers believe 
that they do at times use misleading tactics and fifteen of them believe that the 
code of conduct is applicable in the organisation they work for.  
 
Small Scale 
Table IV.2.3 shows the organisational ethics in a small scale organisation.  Eight 
of the managers feel that the means of procurement of resources and the method 
to assess the performance of the business are justifiable. Three of the managers 
believe that the businesses does get involved in legal problems and four of them 
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believe that they do use non constitutional means to avert conflict. Eight of the 
managers feel that the procedure and policies are transparent in the organisation. 
Six of the managers feel that they are aware of the misuse of resources in the 
organisation. Only three managers feel that at times the organisation does resort 
to misleading tactics. Seven of the managers feel that the organisation has a 
code of conduct. 
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Income Level 
 
Income Below Five lakhs 
Table IV.3.1 shows the organisational ethics of managers whose income is below 
five lakhs. Twenty seven of the managers feel that the measures used to 
evaluate the performance of business and the means of procurement of 
resources are justifiable. Seventeen of the managers feel that the organisation 
frequently gets into legal tangles. Thirteen of the managers feel that non-
constitutional means used to avert conflict. Twenty seven of the managers feel 
that the business proceedings are transparent in their organization. Twenty one 
of the managers are aware of any misuse of resource in the organization. 
Fourteen of the managers believe that the organisation often use misleading 
tactics. Twenty seven of the managers feel that code of conduct is applicable in 
the organization. 
 
Income Between Five lakhs to Ten lakhs 
Table IV.3.2 shows the organisational ethics of managers whose income is 
between 5 lakhs to ten lakhs. Twenty three and twenty one of the managers feel 
that the measures used to evaluate the performance of business and the means 
of procurement of resources are justifiable. Thirteen of the managers feel that the 
organisation never gets into legal tangles. Eleven of the managers feel that non-
constitutional means are used to avert conflict. Twenty three of the managers feel 
that the business proceedings are transparent in their organization. Eighteen of 
the managers are aware of any misuse of resource in the organization. Twelve of 
the managers believe that the organisation often uses misleading tactics. Twenty 
of the managers feel that generally code of conduct is applicable in the 
organisation. 
 
Income More than Ten lakhs 
Table IV.3.3 shows the organisational ethics of managers whose income is above 
ten lakhs. Sixteen of the managers feel that the measures used to evaluate the 
performance of business and the means of procurement of resources are 
justifiable. Eleven of the managers feel that the organisation frequently gets into 
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legal tangles. Ten of the managers feel that non-constitutional means are used to 
avert conflict. Seventeen of the managers feel that the business proceedings are 
transparent in their organization. Eleven of the managers are aware of any 
misuse of resource in the organization while ten of the managers believe that the 
organisation often uses misleading tactics. Twenty five of the managers feel that 
the code of conduct is applicable. 
 
No Income Mentioned 
Table IV.3.4 shows the organisational ethics of managers who has not filled the 
income criteria. Two of the managers feel that the measures used to evaluate the 
performance of business and the means of procurement of resources are 
justifiable. One of the manager feels that the organisation frequently gets into 
legal tangles and that non-constitutional means are used to avert conflict.  Three 
of the managers feel that the business proceedings are transparent in the 
organization. A manager is aware of the misuse of resource in the organization 
and that the organisation often uses misleading tactics. Three of the managers 
feel that code of conduct is applicable in the organisation. 
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Education Level 
 
Graduation 
Table IV.4.1 shows the organisational ethics of graduate managers. Of these 
twenty two believe that the measures used to evaluate the efficiency of business 
are justifiable and twenty three of them believe that the means used to procure 
the resources for the organisation are acceptable. Only thirteen of the managers 
feel that sometimes their business gets into legal issues and eleven of the 
managers believe that non constitutional means are used to avoid conflict. 
Twenty three of the managers feel that all the procedure and policies are 
transparent.  Fifteen of the managers feel that they are aware of the misuse of 
resources in the organisation. Twelve of the managers believe that misleading 
tactics are often used. Twenty one feel that code of conduct is at its place. 
 
Post Graduation 
Table IV.4.2 shows the organisational ethics of post graduates managers.  Thirty 
three of the managers feel that the methods used to evaluate the success of the 
firm are justifiable while thirty one of them feel the means to procure resources 
for the organisation are acceptable.  Twenty of the managers feel that their 
business does get involved in legal tangles and eighteen of them feel that non-
constitutional means are used to avert conflict. Thirty one of the managers feel 
that not only the business proceeding are transparent but also code of conduct is 
applicable in their organisation.  Twenty six of the managers feel that they are 
aware of the misuse of company’s resources and only eighteen managers feel 
that misleading tactics are some times used in the organisation,  
 
Technical Qualification 
Table IV.4.3 shows the organisational ethics of managers with technical 
qualification. Fifteen of the managers feel that measures used to evaluate the 
performance of business is justifiable and also sixteen of the managers believe 
that the means of procurement of resources justifiable. Only nine of the 
managers feel that the business does get into legal tangles while seven of them 
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feel that non-constitutional means are used to avert conflict. Sixteen of the 
manager feels that business proceedings are transparent in their organisation 
while fourteen believe that code of conduct is at its place where they work.  Ten 
of the managers believe that they are aware of the misuse of the resources while 
eight of them believe that at times misleading tactics are used in the business for 
survival.  
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Work Experience 
 
Work Experience Less than Ten years 
Table IV.5.1 shows the organisational ethics of managers who has less than ten 
years of experience.  Twenty two of the managers felt that the method to assess 
the performance of the company and the means of procurement of resources are 
justifiable. Twelve of the managers felt that their business does get at times into 
legal tangles and they do use non constitutional means to avert conflict. Twenty 
two of the managers believe that all the proceedings and procedures are 
transparent and the code of conduct is applicable in the organisation. Sixteen of 
the managers believe that they are aware of the misuse of resources in the 
organisation and eleven of them feel that at times misleading tactics are also 
used. 
 
Work Experience Between Ten years to Twenty years 
Table IV.5.2 shows the organisational ethics of managers who have experience 
between ten to twenty years. Thirty one of the managers feel that the method to 
assess the performance of the company is justifiable and thirty of them believe 
that the means of procurement of resources is justifiable. Nineteen of the 
managers felt that their business does get into legal tangles and sixteen of them 
believe that they do use non constitutional means to avert conflict. Thirty two of 
the managers believe that all the proceedings and procedures are transparent 
and twenty three of them believe that the code of conduct is applicable in the 
organisation. Sixteen of the managers believe that they are aware of the misuse 
of resources in the organisation and twenty eight of them feel that at times 
misleading tactics are also used.  
 
Work Experience More than Twenty years 
Table IV.5.3 shows the organisational ethics of managers having working 
experience above twenty years. Sixteen managers believe that the measures 
used to evaluate the efficiency of business are justifiable and that the means 
used to procure the resources for the organisation are acceptable. Eleven of the 
managers feel that sometimes their business gets into legal issues and nine of 
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the managers believe that non constitutional means are used to avoid conflict. 
Sixteen of the managers feel that all the procedures and policies are transparent 
in the organisation they work for.  Twelve of the managers feel that they are 
aware of the misuse of resources in the organisation. Nine of the managers 
believe that misleading tactics are often used while sixteen of them feel that code 
of conduct is at its place in the organisation. 
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Age Group 
 
Age Below Thirty years 
Table IV.6.1 shows the organisational ethics of managers below the age of thirty 
years. Sixteen managers believe that the method used to evaluate the 
performance of business is justifiable. Sixteen managers believe that the ways 
used to procure resources are proper. Nine managers believe that the 
organisation rarely gets into legal proceedings. Nine managers believe that their 
organisation would try to settle disputes without legal proceedings. Fifteen 
managers believe that all the business policies and procedures are transparent in 
the organisation. Twelve managers believe that they are aware of any misuse of 
resource in the organization. Eight believe that some times misleading tactics are 
used in the business. Fifteen believe that there is a strong code of conduct 
applicable in the organisation. 
 
Age Between Thirty One years to Forty years 
Table IV.6.2 shows the organisational ethics of managers between the age group 
of thirty one years to forty years. Thirty managers feel that the measures used to 
evaluate the performance of business are justifiable while twenty nine managers 
feel that the means of procurement of resources are justifiable. Eighteen 
managers believe that the organisation they represent or work for get into legal 
issues while fourteen of them feel that out of court settlements are preferred to 
avoid unnecessary disputes. Thirty managers believe that the proceedings 
related to any issue are transparent in the organisation. Twenty three managers 
have an idea of misuse of resources in the organisation. Fifteen managers 
believe that misleading tactics are used to justify the ends while twenty eight 
managers feel that code of conduct is applicable in all areas in the organisation. 
 
Age Between Forty One years to Fifty years  
Table IV.6.3 shows the organisational ethics of managers between the age group 
of forty one years to fifty years. Sixteen of the managers believe that the methods 
used to measure the performance and the means to procure resources are 
justifiable. Ten managers believe that the business does get into legal issues and 
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eight of them believe that they do use non constitutional methods to avoid 
conflict. Sixteen of the managers feel that the organisation has transparent 
procedures. As managers, eleven of them are aware of misuse of resource in the 
organization. Only nine managers feel that sometimes the organisation resorts to 
misleading tactics. Fifteen of the managers believe that the code of conduct is in 
its place in the organisation. 
 
Age Above Fifty years 
Table IV.6.4 shows the organisational ethics of managers above the age of fifty 
years. Eight of the managers feel that methods used to evaluate the performance 
of the business and the means to procure the resources for organisation are 
correct and justified. Five of the managers feel that their business does 
sometimes get involved in legal issues. Only four of the managers feel that they 
sometimes revert to non constitutional means to avert conflict. Nine of the 
managers feel that the proceedings and procedure are transparent in their 
organisation. Six of the managers know of the misuse of resources in their 
organization while four believe that the organisation does resort to misleading 
tactics. Eight of the managers feel that code of conduct is applicable in their 
organisation. 
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Chapter V 
Human Resource Related Agreement on Ethical Issues –  
A Data Analysis 
 
In today’s worked of liberalised market, the success of firms depends on the 
beliefs and decision making. The success of an organisation is dependent on the 
relationship between the workers and organisation strategy. 
 
In the present situation it is very important to have strategic thinking direction and 
planning, because the success of any business is dependent on the practice and 
policies which are based on the beliefs of the organisation. Faithful adherence of 
these beliefs enhances the success of the business. In the fast changing world, 
an organisation needs to change everything except the set of values and beliefs. 
Human relation ethics deals with the issues like fairness in recruitment and 
selection, retrenchment, working hours and so forth. For example, is it ethical to 
call an individual for interview if there is no chance of selection of the individual? 
Such ethical dilemma will harm the image of the company, which in long run may 
face problems of recruiting the best employees.  
 
The researcher has analysed the responses from 262 managers of various 
industries which are presented in Tables from V.1 to V.6.  
 
 
Type of Industry 
 
Manufacturing Industry 
The data in Table V.1.1 shows the ethical issues related to human resource 
management. Here the managers are managers in a manufacturing industry. 
Forty five of the managers feel that the remuneration received does match with 
qualification and experience. Forty seven of the managers feel that they do listen 
and respect the views of their subordinates. Thirty of the managers believe that 
nepotism and favouritism does work in case of promotion and transfer while bias 
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does play a role in deciding the remuneration package. Twenty of the managers 
feel that as managers they do often have gender based problems. Thirty three of 
the managers feel that the organisation does revise the personnel policies on 
regular basis while forty four of the managers feel that the performance appraisal 
policies are applicable in their organisation. Twenty nine of the managers believe 
that they often deal with human rights issue. Thirty six of the managers feel that 
long working hours are appreciated by their organisation. 
 
Service Industry  
The data in Table V.1.2 shows the ethical issues related to human resource 
management. Here the managers are managers in service industry. Eleven of the 
managers believe that the remuneration they receive does match with the 
qualification and experience they have and as managers they welcome and 
accept suggestions from their subordinates. Seven of the managers feel that not 
only nepotism works in case of promotion and transfer but bias also plays a role 
in deciding the remuneration. Five managers feel that at times they have issues 
related to gender base. Twelve of them feel that performance appraisal is done 
on regular basis. Nine of the managers believe that as managers they do revise 
the personnel policies regularly and are in position to strike balance between 
rights and duties and long working hours are appreciated in the organisation. 
 
Trading Industry 
The data in Table V.1.3 shows the ethical issues related to human resource 
management. Here the managers are managers in trading industry. Four of the 
managers believe that the remuneration received by the managers matches with 
qualification and experience. Five of the managers believe that they often listen 
and appreciate the suggestions of the subordinate. Three of the managers feel 
that favouritism works in case of transfer and promotion and that bias plays an 
important role in deciding the remuneration. Only one manager feels that at times 
he/she faces gender based problems. Three of the managers feel that not only 
the personnel policies are redesigned and revised but at times they are faced 
with human rights issues. Five of the mangers feel that performance appraisal 
system is applicable and long working hours are appreciated by the organisation.  
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Other Type of Industry 
The data in Table V.1.4 shows the ethical issues related to human resource 
management. Here the managers are managers in other types of industry.  Four 
of the managers feel that the remuneration they receive is according to the 
experience and qualification they have. Three of the managers feel that they do 
listen and appreciate the suggestions made by their subordinates. Two of the 
managers believe that nepotism works in case of transfer and promotion and bias 
plays an important role at the time of deciding the remuneration package. Only a 
single manager believes that he is faced with gender based problems sometimes. 
Two of the managers believe that they do revise the personnel policies regularly 
and often face with human right issues. Three of the managers feel that not only 
performance appraisal system is applied but also get their dues for working long 
hours. 
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Size of the Industry 
 
Large Scale 
The data in Table V.2.1 shows the ethical issues related to human resource 
management. Here the managers are managers in a large scale organisation. 
Thirty nine of the managers feel that the remuneration they receive is in the lines 
with their qualifications and experience. Forty one of the managers feel that as 
managers they do listen to the view of their subordinates. Twenty six of the 
managers believe that nepotism plays a role in deciding the transfer and 
promotion in the organisation. Bias also plays a role in deciding the remuneration 
package. Seventeen of the managers feel that as managers they face with 
gender based problems. Twenty eight of the managers feel that personnel 
policies are regularly revised while forty two of them feel that performance 
appraisal system is applied in their organisation. Twenty five of the managers feel 
that at times they do deal with human rights issue. Thirty of the respondent feel 
that long working hours is given due consideration by the organisation. 
 
Medium Scale 
The data in Table V.2.2 shows the ethical issues related to human resource 
management. Here the managers are in a medium scale organisation. Seventeen 
of the managers believe that the remuneration they receive is according to the 
qualification and experience and as managers they do listen and accept the 
suggestions from their subordinate. Eleven of the managers feel that favouritism 
plays a role in case of promotion and transfer and also bias plays a role at the 
time of deciding the remuneration package. Only eight of the managers feel that 
as managers they do face gender based problems in the organisation. Fourteen 
of the managers feel that personnel policies are revised and modified on regular 
basis. Seventeen of them feel that performance appraisal system is in place in 
the organisation. Thirteen of the managers feel that as managers they often 
consider human right issues and the same number of managers believe that long 
working hours are taken into account. 
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Small Scale 
The data in Table V.2.3 shows the ethical issues related to human resource 
management. The managers are in a small scale organisation. Eight of the 
managers feel that the remuneration they receive does match the qualification 
and experience and the suggestions received from the subordinates are 
appreciated by the superior. Five of the managers feel that at the time of 
promotion and transfer, nepotism and favouritism does play a role and bias plays 
a role at the time of deciding the remuneration. Three of the managers believe 
that they face at times gender based problems. Five of the managers feel that 
organisation they work for, revise the personnel policies on regular basis. Seven 
of the managers feel that performance appraisal system is applicable and due 
consideration is given to the long working hours put by the employees. Three 
managers feel that they do resolve the human right issues from time to time.    
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 90 
Income Level 
Income Below Five lakhs 
The data in Table V.3.1 shows the ethical issues related to human resource 
management. The managers are in the income category of below 5 lakhs. 
Twenty four managers believe that the remuneration received matches with 
qualification and experience. Twenty six managers believe that suggestions are 
accepted by superiors from subordinates. Seventeen of the managers feel that 
nepotism works in case of promotion and transfer and bias plays an important 
role in deciding the remuneration package. Eleven managers believe that as 
managers they do face gender based problems. Eighteen managers believe that 
personnel policies are revised. Twenty five managers believe that performance 
appraisal practice is applicable in the organisation. Fifteen managers believe that 
as manager they often do deal with human rights issues. Twenty managers 
believe that long working hours are given due consideration in the organization 
 
Income Between Five akhs to Ten lakhs 
The data in Table V.3.2 shows the ethical issues related to human resource 
management. The managers are in the category of income level between 5 lakhs 
to ten lakhs. Twenty one managers believe that the remuneration received 
matches with qualification and experience. Twenty two managers believe that 
suggestions are accepted by superiors from subordinates. Fourteen of the 
managers feel that nepotism works in case of promotion and transfer and bias 
plays an important role in deciding the remuneration package. Eight managers 
believe that as managers they do face gender based problem. Twenty one 
managers believe that personal policies are revised. Fourteen managers believe 
that performance appraisal practice is applicable in the organisation. Fourteen 
managers believe that as manager they often do deal with human rights issues. 
Sixteen managers believe that long working hours are given due consideration in 
the organization 
 
 
 
 
 91 
Income More than Ten lakhs 
The data in Table V.3.3 shows the ethical issues related to human resource 
management. The managers are in the category of income level above ten lakhs. 
Sixteen managers believe that the remuneration received matches with 
qualification and experience and suggestions are accepted by superiors from 
subordinates. Ten of the managers feel that nepotism works in case of promotion 
and transfer. Same numbers of managers feel that bias plays an important role in 
deciding the remuneration package. Eight managers believe that as managers 
they do face gender based problems. Thirteen managers believe that personnel 
policies are revised. Sixteen managers believe that performance appraisal 
practice is applicable in the organisation. Twelve managers believe that as 
managers they often deal with human rights issues and long working hours are 
given due consideration in the organization 
 
No Income Mentioned 
The data in Table V.3.4 shows the ethical issues related to human resource 
management.  The managers have not mentioned the income. Two of the 
managers believe that the remuneration they receive match with qualification and 
experience and that suggestions are accepted by superiors from subordinates. A 
manager feels that nepotism works in case of promotion and transfer, bias plays 
an important role in deciding the remuneration package and face gender based 
problems. Two managers believe that personal policies are revised on regular 
basis. Three managers believe that performance appraisal practice is applicable 
and a single respondent believes that as a manager he/she often deals with 
human rights issues. Two of the managers believe that long working hours are 
given due consideration.  
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Education Level 
Graduation 
The data in Table V.4.1 shows the ethical issues related to human resource 
management. The managers are graduates. Twenty of them feel that the 
remuneration they receive does match with the qualification and experience; 
while twenty one of them feel that as managers they do listen and appreciate the 
suggestions given by their subordinates. Thirteen of the managers feel that not 
only nepotism plays a role in promotion and transfer, but bias also plays a role in 
deciding the remuneration. Eight managers feel that as managers they face 
gender based problems. Sixteen of the managers believe that their personnel 
policies are regularly revised. Twenty of them feel that also the performance 
appraisal procedure is in place. Fourteen of them feel that as managers they face 
issues related to human rights. Seventeen of them feel that long working hours 
are given due consideration. 
 
Post Graduation 
The data in Table V.4.2 shows the ethical issues related to human resource 
management. Here the managers are post graduates. Twenty eight managers 
feel that the remuneration they receive does match with the qualification and 
experience. Thirty of the managers believe that they accept and appreciate the 
suggestions of their subordinates. Twenty one of the managers feel that nepotism 
and bias plays a role in transfer and promotion and deciding on the remuneration 
package. Fourteen of the managers feel that they face gender based problems in 
the organisation. Twenty one of the managers feel that the personnel policies are 
regularly revised while twenty nine of them feel that performance appraisal 
system is in its place in their organisation. Nineteen of the managers feel that 
they do face issues related to human rights. Twenty two of the managers feel that 
long working hours are given due consideration. 
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Technical Qualification 
The data in Table V.4.3 shows the ethical issues related to human resource 
management. The managers have technical qualification. Sixteen of the 
managers feel that the remuneration they receive matches the qualification and 
experience. Fifteen of the managers believe that as managers they do accept 
suggestions from their subordinates. Only eight managers feel that favouritism 
does exist at the time of promotion and transfer while nine of them believe that 
bias also plays a role in deciding the remuneration. Six managers feel that they 
do face gender based problems.  Eleven of the managers feel that the 
organisation does revise the personnel policies on regular basis while fifteen of 
them do feel that the appraisal system is also applicable. Eight of the managers 
feel that they normally deal with human rights issues. Twelve of the managers 
believe that long working hours are given consideration.  
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Work Experience 
 
Work Experience Less than Ten years 
The data in Table V.5.1 shows the ethical issues related to human resource 
management. The managers are having less than ten years of experience. 
Twenty of the managers feel that the remuneration they receive does match the 
qualification and experience. Twenty two of the managers feel that they do 
respect and welcome the suggestions from the subordinates. Thirteen of the 
managers feel that nepotism does play a role in case of promotion and transfer 
and personal bias plays a role when deciding on the remuneration package. Nine 
of the managers feel that as managers they face gender based issues. Fourteen 
of the managers feel that they revise the personnel policies on regular basis and 
twenty of them feel that the performance appraisal practice in at its place. Twelve 
of the managers feel that they do face human right issues. Seventeen of the 
managers believe that long working hours are given due consideration.  
   
Work Experience Between Ten years to Twenty years 
The data in Table V.5.2 shows the ethical issues related to human resource 
management. The managers are having experience between ten to twenty years. 
Twenty nine of the managers feel that remuneration they receive is according to 
their qualification and experience. Thirty of the managers believe that as 
managers they do appreciate and welcome the suggestions of their subordinate. 
Nineteen of the managers feel that nepotism does play a role in case of 
promotion and transfer and twenty of them feel that bias plays a role at the time 
of decision making. Twelve of the managers feel that they face gender based 
problems. Twenty one of the managers believe that they regularly revise the 
personnel policies. Twenty nine of the managers believe that performance 
appraisal policy is applicable in the organisation. Eighteen of the managers feel 
that they have issues related to human rights. Twenty one of the managers feel 
that long working hours are appreciated.   
 
 
 
 99 
Work Experience More than Twenty years 
The data in Table V.5.3 shows the ethical issues related to human resource 
management. The managers have working experience above twenty years.  
Fifteen managers believe that the remuneration they receive match with 
qualification and experience and that suggestions are accepted by superiors from 
subordinates. Ten of the managers feel that nepotism works in case of promotion 
and transfer and bias plays an important role in deciding the remuneration 
package. Seven managers believe that as managers they face gender based 
problem. Twelve managers believe that personnel policies are revised. Sixteen 
managers believe that performance appraisal practice is applicable in the 
organisation. Twelve managers believe that as manager they often deal with 
human rights issues and that long working hours are given due consideration.  
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Age Group 
 
Age Below Thirty years 
The data in Table V.6.1 shows the ethical issues related to human resource 
management. The managers are below the age of thirty years.  Fourteen 
managers believes that the remuneration received by them match their 
qualification and experience. Fifteen believe that their superiors are open to 
suggestion and receive them positively. Only ten managers believe that there is 
favouritism in case of transfer and promotion and nine managers feel that bias 
plays a role in deciding the remuneration package. Seven managers are faced 
with gender related issues. Eleven managers believe that personnel policies are 
revised as per the requirement while fourteen managers think that performance 
appraisal systems are in place.  Nine managers believe that they face issues 
related to human rights. Eleven managers believe that working extra hours is 
appreciated.  
 
Age Between Thirty years to Forty years 
The data in Table V.6.2 shows the ethical issues related to human resource 
management. Twenty eight managers feel that the remuneration they receive is 
in accordance with their qualification and experience. Twenty nine managers 
believe that they listen and accept the suggestion of their subordinates. In case of 
promotion and transfer, eighteen managers feel that nepotism plays an important 
role while nineteen of them believe that bias plays a role in deciding the 
remuneration package.  Only eleven managers have gender related issues. 
Twenty managers feel that the personnel policies are revised on regular basis 
while twenty seven of them believe that the performance appraisal system is 
applicable in their organisation. Seventeen managers believe that they deal with 
human rights issue on regular basis. Twenty one managers feel that long working 
hours are given due consideration. 
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Age Between Forty One to Fifty years 
The data in Table V.6.3 shows the ethical issues related to human resource 
management. Fourteen of the managers believe that their remuneration matches 
with the qualification and experience.  Fifteen of the managers believe that they 
are open to suggestions from their subordinates.  Nine of the managers feel that 
nepotism works when taking promotion and transfer decision and bias plays a 
role in deciding the remuneration package. Six managers in their organisation 
have gender based problems. Eleven managers feel that the organisation they 
work for revise the policies and procedures. Fifteen of the managers believe that 
performance appraisal is in place while nine of them feel that they deal with 
human right issues. Thirteen of the managers feel that the organisation 
appreciates the extra working hours they work.  
 
Age Above Fifty years 
The data in Table V.6.4 shows the ethical issues related to human resource 
management. Eight managers believe that their remuneration does match with 
the qualification and experience and also subordinates are encouraged to give 
suggestions. Six of the managers feel that nepotism plays a role in promotion and 
transfer while five of them believe that bias does play a role in deciding the 
remuneration package. Four managers feel that at times they face gender based 
problems. Eight of the managers feel that performance appraisal system is in 
place. Six of the managers feel that the personnel policies are evaluated and 
modified every year and the long working hours are taken into consideration. Six 
of the managers face at times issues related to human rights. 
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Chapter VI 
Marketing Related Agreement on Ethical Issues – 
 A Data Analysis 
Marketing and marketers play an important role in the development of corporate 
strategy and in responding to the corporate social responsibility. In the long term, 
that is, substainitiability perspective, there is not much difference between what is 
traditionally considered to be “corporate” strategy and “marketing” strategy. The 
reason is, in today’s world, customer is not only interested in the marketing mix of 
the product but also interested in the company behind a particular brand or 
product. For a company, issues like impact of production process on 
environment, the treatment towards employees or workers, the policies and 
practices of the company and so on are very important for both the formation of 
marketing strategy as well as corporate strategy. 
Ethics are a collection of principles of right conduct that shape the decision, 
people or organisation make. Ethics refers to the study of morale principles of 
right or wrong. Therefore marketing ethics is also about marketers doing the right 
or wrong. Exactly what is “right” or “wrong” is very difficult to know as right or 
wrong changes with perception of an individual in a society, organisation and 
society in which both the individual and organisation exist. 
For being ethical in marketing, the following factors must be kept in mind.  
• Responsibility:  
Today the marketer has to take the responsibility of their product and 
decisions related to it and not pass on the blame to the customer and their 
needs.  
• Fair dealing:  
All the dealings made by a marketer to any of its stake holders must be fair 
and should be honoured. 
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• Consumer rights 
A marketer must always respect the consumer’s rights and should also 
adhere to the right of information, right of privacy and right of redress.  
In practice many firms are dealing with issues related to marketing ethics. 
One way is by having a clear code of conduct. When a firm practices ethics in 
marketing it implies standard of fairness to all the marketing decisions as well 
as general policies and practices of the firm. 
In a market economy a firm tries to satisfy the need and wants of the 
customer in a better way than its competitors, but these firms do adhere to the 
ethical values. The reason for such change is due to two factors; 
• Customer’s awareness about the functioning of the business. A customer 
will have a positive attitude about a company when marketing practices 
are fair but their will be a change in attitude of customer if the company 
moves away from fair means of conduct and standard. 
• Pressure groups and laws have a major impact on the marketing practices 
of a firm. 
The author has analysed the responses from 262 managers of various industries 
which are presented in Table VI.1 to VI.6.  
  
 
Type of Industry 
Manufacturing Industry 
Table VI.1.1 shows the ethical issues related to marketing managers in a 
manufacturing industry. Forty eight managers feel that the advertisements they 
design are within the legal boundaries while forty five of the managers believe 
that the right information is communicated to the mediators. Forty four of the 
managers believe that as managers they are in a position to strike a balance 
between rights and duties.  Forty six of the managers believe that as managers 
they do evaluate the marketing strategies on regular basis and the same number 
believe that the pricing policies have an affect on the level of competition in the 
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market. Thirty two of the managers feel that to an extent the company’s gain is 
dependent on the manipulation of the distribution system. Fifty three of the 
managers feel that the success of a product is dependent on its quality 
 
Service Industry  
Table VI.1.2 shows the ethical issues related to marketing managers in service 
industry. Eleven of the managers feel that when they design advertisements, they 
keep in mind the law. Twelve of the managers feel that they are communicating 
the right information to the mediator. Eleven managers feel that they strike a 
balance between rights and duties as well as they revise their policies regularly. 
Twelve of the managers feel that the pricing policies have a major impact on the 
level of competition in the market while ten of them feel that to an extent the 
company’s gain is dependent on manipulation of distribution system. Fourteen of 
the managers believe that the product success is directly related to its quality. 
 
Trading Industry 
Table VI.1.3 shows the ethical issues related to marketing. The managers are 
managers in trading industry. Four of the manager believes that the 
advertisement designed by them is within the legal limits and also the right 
information communicated to the mediator. The same numbers of managers 
believe that as marketers they are able to strike a balance between rights and 
duties, regularly evaluating the marketing strategies and believe that pricing has 
an impact on the competition in the market. Three of the managers feel that to an 
extent the company’s gain is dependent on the manipulation of the distribution 
system. Four of the managers believe that quality of the product is an important 
factor for its success.  
 
Other Type of Industry 
Table VI.1.4 shows the ethical issues related to marketing. The managers are in 
other types of industry. Three of the managers believe that the advertisement 
design is within the legal framework and also the right information is 
communicated to the mediators. The same numbers of respondents believe that 
the marketing strategies are revised regularly, try to strike a balance between 
 109 
rights and duties and believe that price is a major factor in determining the level 
of competition in the market. Only a manager feels that manipulation of 
distribution system helps the company to gain more while four of them feel that 
the quality of product and service is a major factor for its success. 
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Size of the Industry 
 
Large Scale 
Table VI.2.1 shows the ethical issues related to marketing. The managers are  
with large scale organisations.  Forty two of the managers feel that the 
advertisement designed by their department for the organisation is with in the 
legal framework. Forty one of the managers believe that the right information is 
always communicated to the mediators. Thirty seven of the managers feel that 
they are able to strike a balance between rights and duties. Thirty seven of the 
managers feel that they regularly evaluate their marketing strategy. Forty of the 
managers feel that pricing policy is a major determinant affecting the competition 
level. Thirty nine of the managers feel that the company’s gain to an extent is 
dependent on the manipulation of the distribution system and forty six of them 
feel that the quality of the product or service is necessary for its success. 
 
Medium Scale 
Table VI.2.2 shows the ethical issues related to marketing in a medium scale 
organisation.  Seventeen of the managers feel that the advertisements created 
are within the legal boundaries, the right information is communicated to the 
mediator and a balance is struck between rights and duties. Eighteen of the 
managers feel that as managers do regularly evaluate their marketing strategies 
and believe that the pricing policy does affect the level of competition. Thirteen of 
the managers feel that to an extent the company’s gain is dependent on 
manipulation of the distribution system. Twenty managers feel that success of a 
product is dependent on quality.  
 
Small Scale 
Table VI.2.3 shows the ethical issues related to marketing.  The managers are 
with small scale organisation.  Seven of the managers feel that as managers they 
do design the advertisement keeping in mind the legal rules and regulations. 
Eight of the managers feel that not only they communicate the right information to 
the mediator but also strike a balance between rights and duties. Seven 
managers feel that as marketing manager they regularly revise and modify their 
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strategies. Eight of the managers believe that the pricing policy is a major 
determinant affecting the level of competition and five of them feel that to an 
extent the company’s gain is dependent on the manipulation of the distribution 
system. Nine of the managers feel that the success of a product or service is 
dependent on the quality. 
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Income Level 
 
Income Below Five lakhs 
Table VI.3.1 shows the ethical issues related to marketing managers whose 
income is below 5 lakhs. Twenty six of the managers feel that law is taken into 
consideration while making an advertisement. Twenty seven of the managers 
believe that often the right information is communicated to the mediator and the 
same number feel that as a marketer they often do strike a balance between 
rights and duties. Twenty six of the managers feel that the organization evaluates 
its marketing strategy and the pricing policy does affect the level of competition in 
the market. Nineteen of the managers believe that often a company’s gain 
dependent on the manipulation of distribution system. Twenty nine of the 
managers feel that the quality of a product /service is necessary for success of 
the product/service. 
 
Income Between Five to Ten lakhs 
Table VI.3.2 shows the ethical issues related to marketing managers whose 
income is between five to ten lakhs. Twenty two of the managers feel that law is 
taken into consideration while making an advertisement. Twenty one of the 
managers believe that often the right information is communicated to the 
mediator. Twenty managers feel that as a marketer they often do strike a balance 
between rights and duties and the same number of the managers feel that the 
organization evaluates its marketing strategy regularly. Twenty two of the 
managers believe that the pricing policy does affect the level of competition in the 
market. Fifteen of the managers believe that a company’s gain is dependent on 
the manipulation of distribution system. Twenty five of the managers feel that the 
quality of a product /service is necessary for success of the product/service. 
 
Income More than Ten lakhs 
Table VI.3.3 shows the ethical issues related to marketing managers whose 
income is above ten lakhs. Fifteen of the managers feel that law is taken into 
consideration while making an advertisement and that often the right information 
is communicated to the mediator. Fifteen managers feel that as a marketer they 
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often do strike a balance between rights and duties and fifteen of the managers 
believe that the organization evaluates its marketing strategy regularly. Sixteen of 
the managers believe that the pricing policy does affect the level of competition in 
the market. Ten of the managers believe that often company’s gain dependent on 
the manipulation of distribution system. Eighteen of the managers feel that the 
quality of a product /service is necessary for success of the product/service. 
 
No Income Mentioned 
Table VI.3.4 shows the ethical issues related to marketing managers who have 
not filled the income criteria. Two of the managers feel that law is taken into 
consideration while making an advertisement and that often the right information 
is communicated to the mediator. The same numbers of managers believe that 
as a marketer they often do strike a balance between rights and duties, the 
organization evaluates its marketing strategy regularly and that the pricing policy 
does affect the level of competition in the market. A single respondent believes 
that a company’s gain depends on the manipulation of distribution system and 
that the quality of a product /service is necessary for success of the 
product/service. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
In
co
m
e 
be
lo
w
 
fiv
e 
la
kh
s
Ta
bl
e 
V
I.3
.
1
La
w
 
-
ad
ve
rti
se
m
en
t
46
23
0
17
30
12
0
13
8
24
8.
7
7
14
15
.
22
4
4
18
8
0
14
.
3
39
2
26
.
13
26
R
ig
ht
 
in
fo
rm
at
io
n
 
co
m
m
u
n
ic
at
ed
43
21
5
15
.
9
36
14
4
15
11
33
12
4
8
8.
7
1
1
4.
6
8
0
14
.
3
40
1
26
.
73
27
Ba
la
n
ce
-
rig
ht
s 
& 
du
tie
s
35
17
5
12
.
9
38
15
2
16
16
48
17
4
8
8.
7
1
1
4.
6
9
0
16
.
1
38
4
25
.
6
27
Ev
al
u
at
e-
m
ar
ke
tin
g 
st
ra
te
gy
?
32
16
0
11
.
8
42
16
8
18
15
45
16
7
14
15
.
22
0
0
0
7
0
12
.
5
38
7
25
.
8
26
Le
ve
l o
f c
o
m
pe
tit
io
n
 
in
 
pr
ic
in
g
32
16
0
11
.
8
45
18
0
19
13
39
14
4
8
8.
7
1
1
4.
6
8
0
14
.
3
38
8
25
.
87
26
D
is
tri
bu
tio
n
 
sy
st
em
 
V/
S 
ga
in
13
65
4.
8
28
11
2
12
23
69
25
16
32
34
.
78
12
12
55
11
0
19
.
6
29
0
19
.
33
19
Qu
al
ity
 
o
f p
ro
du
ct
 
/s
er
vic
e 
v/
s 
su
cc
es
s
70
35
0
25
.
8
15
60
6.
4
6
18
6.
5
4
8
8.
7
3
3
14
5
0
8.
93
43
9
29
.
27
29
27
1
13
55
10
0
23
4
93
6
10
0
92
27
6
10
0
46
92
10
0
22
22
10
0
56
0
10
0
26
81
17
8.
7
17
9
O
ve
ra
ll 
w
ei
gh
te
d 
av
er
ag
e
X w
=

W
A/

W
=
26
81
/1
5=
17
8.
73
In
co
m
e 
be
tw
ee
n
 
fiv
e 
la
kh
s 
to
 
te
n
 
la
kh
s
Ta
bl
e 
V
I.3
.
2
La
w
 
-
ad
ve
rti
se
m
en
t
30
15
0
16
.
6
36
14
4
15
9
27
12
0
0
0
3
3
15
8
0
14
.
6
32
4
21
.
6
22
R
ig
ht
 
in
fo
rm
at
io
n
 
co
m
m
u
n
ic
at
ed
30
15
0
16
.
6
30
12
0
13
12
36
16
7
14
21
.
88
0
0
0
7
0
12
.
7
32
0
21
.
33
21
Ba
la
n
ce
-
rig
ht
s 
& 
du
tie
s
19
95
10
.
5
38
15
2
16
17
51
22
2
4
6.
25
0
0
0
10
0
18
.
2
30
2
20
.
13
20
Ev
al
u
at
e-
m
ar
ke
tin
g 
st
ra
te
gy
?
17
85
9.
39
42
16
8
18
16
48
21
2
4
6.
25
1
1
5
8
0
14
.
6
30
6
20
.
4
20
Le
ve
l o
f c
o
m
pe
tit
io
n
 
in
 
pr
ic
in
g
24
12
0
13
.
3
44
17
6
18
7
21
9.
2
3
6
9.
38
2
2
10
6
0
10
.
9
32
5
21
.
67
22
D
is
tri
bu
tio
n
 
sy
st
em
 
V/
S 
ga
in
9
45
4.
97
24
96
10
12
36
16
17
34
53
.
13
13
13
65
11
0
20
22
4
14
.
93
15
Qu
al
ity
 
o
f p
ro
du
ct
 
/s
er
vic
e 
v/
s 
su
cc
es
s
52
26
0
28
.
7
24
96
10
3
9
4
1
2
3.
13
1
1
5
5
0
9.
09
36
8
24
.
53
25
18
1
90
5
10
0
23
8
95
2
10
0
76
22
8
10
0
32
64
10
0
20
20
10
0
55
0
10
0
21
69
14
4.
6
14
7
O
ve
ra
ll 
w
ei
gh
te
d 
av
er
ag
e
X w
=

W
A/

W
=
21
69
/1
5=
14
4.
60

W
A/

W

W
A/

W
0
W
A
%

W
A
%
1
W
A
%
W
A
%
2
W
A

W
A/

W

W
A/

W
St
at
em
en
t
5
W
A
%
4
W
A
%
3
0
W
A
%

W
A
%
1
W
A
%
W
A
%
2
W
A
St
at
em
en
t
5
W
A
%
4
W
A
%
3
In
co
m
e 
Le
v
el
11
8
In
co
m
e 
m
o
re
 
th
a
n
 
te
n
 
la
kh
s
Ta
bl
e 
V
I.3
.
3
La
w
 
-
ad
ve
rti
se
m
en
t
28
14
0
18
.
8
11
44
8.
3
6
18
10
11
22
26
.
19
1
1
4.
2
5
0
13
.
5
22
5
15
15
R
ig
ht
 
in
fo
rm
at
io
n
 
co
m
m
u
n
ic
at
ed
19
95
12
.
8
20
80
15
10
30
17
11
22
26
.
19
0
0
0
5
0
13
.
5
22
7
15
.
13
15
Ba
la
n
ce
-
rig
ht
s 
& 
du
tie
s
14
70
9.
4
21
84
16
17
51
29
3
6
7.
14
1
1
4.
2
7
0
18
.
9
21
2
14
.
13
14
Ev
al
u
at
e-
m
ar
ke
tin
g 
st
ra
te
gy
?
17
85
11
.
4
26
10
4
20
11
33
19
3
6
7.
14
1
1
4.
2
5
0
13
.
5
22
9
15
.
27
15
Le
ve
l o
f c
o
m
pe
tit
io
n
 
in
 
pr
ic
in
g
18
90
12
.
1
31
12
4
23
5
15
8.
6
5
10
11
.
9
0
0
0
4
0
10
.
8
23
9
15
.
93
16
D
is
tri
bu
tio
n
 
sy
st
em
 
V/
S 
ga
in
11
55
7.
38
10
40
7.
6
8
24
14
6
12
14
.
29
18
18
75
10
0
27
14
9
9.
93
10
Qu
al
ity
 
o
f p
ro
du
ct
 
/s
er
vic
e 
v/
s 
su
cc
es
s
42
21
0
28
.
2
13
52
9.
9
1
3
1.
7
3
6
7.
14
3
3
13
1
0
2.
7
27
4
18
.
27
18
14
9
74
5
10
0
13
2
52
8
10
0
58
17
4
10
0
42
84
10
0
24
24
10
0
37
0
10
0
15
55
10
3.
7
10
4
O
ve
ra
ll 
w
ei
gh
te
d 
av
er
ag
e 
 
 
 
 
 
 
 
 
 
X w
=

W
A/

W
=
15
55
/1
5=
10
3.
67
N
o
 
In
co
m
e 
m
en
tio
n
ed
+
A
26
Ta
bl
e 
V
I.3
.
4
La
w
 
-
ad
ve
rti
se
m
en
t
7
35
26
.
9
0
0
0
0
0
0
0
0
0
0
0
0
2
0
14
.
3
35
2.
33
2
R
ig
ht
 
in
fo
rm
at
io
n
 
co
m
m
u
n
ic
at
ed
5
25
19
.
2
2
8
13
0
0
0
0
0
0
0
0
0
2
0
14
.
3
33
2.
2
2
Ba
la
n
ce
-
rig
ht
s 
& 
du
tie
s
2
10
7.
69
5
20
31
0
0
0
0
0
0
0
0
0
2
0
14
.
3
30
2
2
Ev
al
u
at
e-
m
ar
ke
tin
g 
st
ra
te
gy
?
2
10
7.
69
4
16
25
1
3
20
0
0
0
0
0
0
2
0
14
.
3
29
1.
93
2
Le
ve
l o
f c
o
m
pe
tit
io
n
 
in
 
pr
ic
in
g
1
5
3.
85
5
20
31
1
3
20
0
0
0
0
0
0
2
0
14
.
3
28
1.
87
2
D
is
tri
bu
tio
n
 
sy
st
em
 
V/
S 
ga
in
2
10
7.
69
0
0
0
3
9
60
1
2
10
0
1
1
10
0
2
0
14
.
3
22
1.
47
1
Qu
al
ity
 
o
f p
ro
du
ct
 
/s
er
vic
e 
v/
s 
su
cc
es
s
7
35
26
.
9
0
0
0
0
0
0
0
0
0
0
0
0
2
0
14
.
3
35
2.
33
1
26
13
0
10
0
16
64
10
0
5
15
10
0
1
2
10
0
1
1
10
0
14
0
10
0
21
2
14
.
13
14
O
ve
ra
ll 
w
ei
gh
te
d 
av
er
ag
e
X w
=

W
A/

W
=
21
2/
15
=
14
.
13

W
A/

W

W
A/

W
0
W
A
%

W
A
%
1
W
A
%
W
A
%
2
W
A

W
A/

W

W
A/

W
St
at
em
en
t
5
W
A
%
4
W
A
%
3
0
W
A
%

W
A
%
1
W
A
%
W
A
%
2
W
A
St
at
em
en
t
5
W
A
%
4
W
A
%
3
11
9
 120 
Education Level 
 
Graduation 
Table VI.4.1 shows the ethical issues related to marketing of graduate managers. 
Twenty of the managers feel that the advertisement designed by their company 
are within the legal boundaries; the same number of them feel that not only the 
correct information is communicated to the mediator, but also as managers they 
are able to strike a balance between rights and duties. Twenty one of the 
managers feel that the marketing strategies are constantly being revised. Twenty 
two of the managers believe that pricing policy does affect the level of 
competition in the market. Sixteen of the managers feel that to an extent the 
company’s gain is dependent on the manipulation of the distribution system. 
Twenty six managers feel that the company’s success is dependent on the 
quality of product and service. 
 
Post Graduation 
Table VI.4.2 shows the ethical issues related to marketing of post graduate 
managers. Thirty one managers feel that they do design the advertisement 
keeping in mind the legal requirement while thirty of them feel that the right 
information is communicated to the mediators. Twenty nine of the managers 
believe that they are able to strike a balance between rights and duties, revising 
the marketing strategies and strongly feel that the price is an important factor in 
deciding the competition. Twenty one of the managers feel that to an extent the 
manipulation of distribution system plays an important role in company’s gain. 
Thirty three of the managers feel that the quality of the product or service is 
important for the success of the organisation. 
 
 
Technical Qualification 
Table VI.4.3 shows the ethical issues related to marketing for managers with 
technical qualification. Fifteen of the managers feel that the advertisements they 
design are within the legal boundaries. Fourteen managers feel that they are in a 
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position to communicate the right information to the mediator, revise the 
marketing strategy according to the requirement and believe that price is a major 
factor determining the level of competition. Thirteen managers feel that as 
managers they are able to strike a balance between rights and duties. Only nine 
managers believe that companies are manipulating the distribution for gains. 
Sixteen of the managers feel that for an organisation to be successful quality of 
the goods and services produced is an important factor.  
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Work Experience 
 
Work Experience Less than Ten years 
Table VI.5.1 shows the ethical issues related to marketing. Here the managers 
are with experience of less than ten years. Twenty one of the managers believe 
that the advertisements they design are within the legal framework and the right 
information is communicated to the mediators. Twenty of the managers believe 
that they are able to balance between rights and duties and do revise the 
marketing strategies on regular basis. Twenty one of the managers feel that 
pricing has an affect on the level of competition. Fifteen of the managers feel that 
company’s gain is to an extent depended on the manipulation of distribution 
system. Twenty four of the managers believe that the quality of the product or 
service is a major factor in its success.  
 
Work Experience Between Ten years to Twenty years 
Table VI.5.2 shows the ethical issues related to marketing. Here the managers 
are with working experience between ten years to twenty years. Thirty two of the 
managers believe that the advertisements they design are with in the legal 
framework and thirty one of them believe that the right information is 
communicated to the mediators. Twenty eight of the managers believe that they 
are able to balance between rights and duties.  Thirty of the managers believe 
that they do revise the marketing strategies on regular basis and that pricing has 
an affect on the level of competition. Twenty one of the managers feel that 
company’s gain is to an extent depended on the manipulation of distribution 
system. Thirty five of the managers believe that the quality of the product or 
service is a major factor in its success.  
 
Work Experience More than Twenty years 
Table VI.5.3 shows the ethical issues related to marketing. The managers are 
with more than twenty years of experience.  Thirteen of the managers feel that 
the advertisement designed by their department for the organisation is within the 
legal framework. Fourteen of the managers believe that the right information is 
always communicated to the mediators, that they are able to strike a balance 
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between rights and duties and the same number of managers feel that they 
regularly evaluate their marketing strategy. Fifteen of the managers feel that 
pricing policy is a major factor affecting the competition level. Eleven of the 
managers feel that the company’s gain to an extent is dependent on the 
manipulation of the distribution system and sixteen of them feel that the quality of 
the product or service is necessary for its success. 
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Age Group 
 
Below Thirty years 
Table VI.6.1 shows the ethical issues related to marketing for the managers 
below the age group of thirty years. Fourteen managers believe that 
advertisements are designed keeping in mind the legal requirements and at the 
same time the information communicated to the customer is correct. Fourteen 
managers believe that as managers, are able to strike a balance between rights 
and duties. Fifteen managers believe that the organisations do evaluate the 
marketing strategy on a regular basis. Fifteen managers believe that pricing 
policies of an organisation has an impact on the level of competition in the 
market. Only ten managers feel that the company’s gain is dependent on the 
manipulation of the distribution system while seventeen managers believe that 
quality of the product or service is a major factor contributing to the success of 
the business. 
 
Age Between Thirty One to Forty years 
Table VI.6.2 shows the ethical issues related to marketing. The managers are 
between the age group of thirty one years to forty years.  Thirty managers believe 
that while designing an advertisement legal requirements are ensured while 
twenty nine believe that the right information is communicated to the mediator. 
Twenty six managers believe that they are in a position to strike a balance 
between rights and duties. Twenty seven managers believe that their 
organisation is reviewing the marketing policies on regular basis. Twenty nine 
managers believe that the level of competition in the market is affected by the 
prevailing price in the market. Only nineteen managers believe that company’s 
gain is dependent on the manipulation of distribution system while thirty three 
managers believe that quality of a product /service is a necessary requisite for 
success of the product/service 
 
Age Between Forty One to Fifty years 
Table VI.6.3 shows the ethical issues related to marketing. The managers are 
between the age group of forty one years to fifty years. Fifteen managers believe 
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that advertisements are designed keeping in mind the legal requirements while 
sixteen believe that the right information is communicated to the mediators.  
Fifteen managers feel that they can strike a balance between right and duties. 
They evaluate their marketing policies on regular basis and believe that price 
plays a major role in fighting competition in the market place. Eleven managers 
feel that to an extent the company’s success is dependent on the manipulation of 
the distribution system. Eighteen of the managers believe that the firm’s success 
is dependent on the quality of product and service. 
 
Age Above Fifty years 
Table VI.6.4 shows the ethical issues related to marketing. The managers are in 
the age group of above fifty years.  Six managers believe that the right 
information is communicated to the mediators. Seven managers believe that the 
organisation is keeping in mind the law while designing the advertisement and 
also they are able to strike a balance between duties and rights. The same 
number of managers believes that the marketing policies are reviewed regularly 
and pricing policy is a major determinant affecting the competition. Five believe 
that to an extent the company is benefiting from the manipulation of distribution 
system while eight of them feel that the quality of product or service plays a major 
role in success of the business. 
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Chapter VII 
Hypothesises Testing of Agreement Level of Managers 
 
This chapter deals with the analysis of the data using ANOVA and t-test.  These 
statistical tools are used for analysing and interpreting the data. The 
interpretations help a business to make better decisions by understanding the 
sources of variation and by uncovering patterns and relationships in business 
data. Here the researcher is analysing and interpreting the data related to 
different areas of ethics and the various variables, like size of the industry, the 
type of industry, the education level of managers, the income level of managers, 
the work experience of the managers and the age group of the managers. 
 
 
ANOVA 
ANOVA is an analysis between two factors. Two way ANOVA is used i.e. the 
analysis of the variance is based on two treatments. In the data table, the 
treatments identified in the column heading are called A treatment and those in 
the row headings are called the B treatment. The two treatments are not 
independent and that the effect of one particular treatment in one factor differs 
according to levels of the other factor. The treatment A are the size of the 
industry, the type of industry, the education level, the income level, the work 
experience and the age group of the managers. The treatment B includes general 
ethics, organisational ethics, human resource ethics and ethics related to 
marketing.  
 
Size of Industry 
The researcher thinks that size of the industry has an impact on the ethics of 
individual as the culture and management style of the corporate vary with size. 
The management culture and style of leadership will affect the perception of 
individual working in the organisation which in turn will have an affect on values 
and moral. Hence size of the industry and overall ethical agreement has been 
taken to justify the deviation in the agreement of ethical behaviour of managers. 
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Table VII.1. 
Ethical Agreement and Size of the Industry 
  Large Scale  Medium Scale Small Scale 
General Ethics  529.87 228.73 94.80 
Organisational Ethics 276.67 114.33 46.80 
Human Resource Ethics 275.53 121.00 51.47 
Marketing Ethics 272.00 120.20 52.07 
 
 
Hypothesis Testing 
Ho = There would be no significance difference in mean score of ethical  
        agreement and size of the organisation 
 
H1 = There would be significance difference in mean score of ethical  
        agreement and size of the organisation 
 
        Ho = µ1 = µ2 = µ3 
            
H1 ≠ µ1 ≠ µ2 ≠ µ3 
 
ANOVA Table - Type III Sums of Squares 
------------------------------------------------------------------------------------------------------- 
Response variable: respondents 
------------------------------------------------------------------------------------------------------- 
Source             Sum of Squares   Df      Mean Square     F-Ratio    p-Value 
------------------------------------------------------------------------------------------------------- 
Ethics                  42051.6          3        14017.2               4.82         0.0486 
Scale                 161445.0           2        80722.3             27.78         9.0E-4 
RESIDUAL          17433.4          6        2905.57 
------------------------------------------------------------------------------------------------------- 
Total (corr.)        220930.0           11 
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Statistical Interpretation 
The ANOVA table decomposes the variance of the data into three components: a 
component due to differences between levels of ethics, a component due to 
differences between levels of scale, and a residual component.  
F-tests have been run to determine which factors are statistically significant.  
 
The above p value indicates that the size of the organisation does not have any 
effect on the various areas of ethics. Thus, the behaviour of managers is not 
influenced by the size of the organisation they work for.  
 
Type of Industry 
The researcher believes that type of the industry has an impact on the ethics of 
an individual. Hence type of the industry and overall ethical agreement has been 
taken to justify the deviation in the agreement of ethical behaviour of managers. 
  
Table VII.2 
Ethical Agreement and Size of the Industry 
  
Manufacturing 
Industry 
Service 
Industry 
Trading 
Industry 
Other 
Industry 
General Ethics  608.07 147.07 61.33 39.80 
Organisational Ethics 312.60 76.87 30.00 20.00 
Human Resource Ethics 313.27 79.73 31.00 23.20 
Marketing Ethics 315.00 80.60 28.00 20.00 
 
Hypothesis Testing 
Ho = There would be no significance difference in mean score of ethical  
        agreement and size type of the organisation 
H1 = There would be significance difference in mean score of ethical  
        agreement and type of the organisation 
 
        Ho = µ1 = µ2 = µ3 =  µ4 
            
H1 ≠ µ1 ≠ µ2 ≠ µ3 ≠ µ4 
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ANOVA Table - Type III Sums of Squares 
-------------------------------------------------------------------------------------------------------- 
Response variable: respondents 
-------------------------------------------------------------------------------------------------------- 
Source             Sum of Squares  Df      Mean Square     F-Ratio    p-Value 
-------------------------------------------------------------------------------------------------------- 
Ethics                   31965.4          3        10655.10            2.55        0.1207 
Industry              346212.0          3        115404.00         27.65        1.0E-4 
RESIDUAL          37564.3          9           4173.82 
-------------------------------------------------------------------------------------------------------- 
Total (corr.)        415742.0          15 
  
  
Statistical Interpretation 
The ANOVA table decomposes the variance of the data into three components: a 
component due to differences between levels of ethics, a component due to 
differences between levels of industry, and a residual component.  
F-tests have been run to determine which factors are statistically significant.  
 
The above p value indicates that the type of the organisation does have an effect 
on the various areas of ethics. Thus the behaviour of managers is influenced by 
the type of the organisation they work for.  
 
 
Annual Income 
The researcher concurs the income level of an individual has an effect on the 
ethics. Thus as income level changes the perception of an individual will change. 
Hence income level of managers and overall ethical agreement has been taken 
to justify the deviation in the agreement of ethical behaviour of managers. 
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Table VII.3 
Ethical Agreement and Income level of respondents 
  
Income 
Below 
5 lakhs 
Income 
between 
 5-10 lakhs 
Income 
above  
10 lakhs 
No income 
General Ethics  340.80 273.20 208.27 28.07 
Organisational Ethics 173.07 141.20 107.80 14.80 
Human Resource Ethics 174.73 143.53 112.53 15.27 
Marketing Ethics 178.73 144.60 103.67 14.13 
 
Hypothesis Testing 
Ho = There would be no significance difference in mean score of ethical  
        agreement and income level of respondents 
H1 = There would be significance difference in mean score of ethical  
        agreement and income level of respondents 
 
        Ho = µ1 = µ2 = µ3 = µ4 
            
H1 ≠ µ1 ≠ µ2 ≠ µ3 ≠ µ4 
 
 
ANOVA Table - Type III Sums of Squares 
----------------------------------------------------------------------------------------------------- 
Response variable: mean respondents 
------------------------------------------------------------------------------------------------------  
Source             Sum of Squares   Df      Mean Square     F-Ratio     p-Value 
------------------------------------------------------------------------------------------------------ 
Ethics                 1373.70          3       10457.9                9.86       0.0033 
Income             88085.00            3       29361.7              27.68       1.0E-4 
RESIDUAL         9546.32         9         1060.7 
------------------------------------------------------------------------------------------------------ 
Total (corr.)     129005.00            15 
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Statistical Interpretation 
The ANOVA table decomposes the variance of the data into three components: a 
component due to differences between levels of ethics, a component due to 
differences between levels of income, and a residual component.  
F-tests have been run to determine which factors are statistically significant.  
 
The above p value indicates that the income level of the managers does not have 
any effect on the various areas of ethics. Thus the behaviour of managers is not 
influenced by the level of income. 
 
Education Level 
The researcher believes the education level of an individual has an effect on the 
ethics. Thus as education level changes the perception of an individual will 
change. Hence education level of managers and overall ethical agreement has 
been taken to justify the deviation in the agreement of ethical behaviour of 
managers. 
Table VII.4 
Ethical Agreement and Education Level of Managers 
  
Graduate 
Post 
Graduate 
Technical 
Qualification 
General Ethics  280.70 386.27 185.87 
Organisational Ethics 140.80 206.07 93.67 
Human Resource Ethics 141.07 205.40 99.87 
Marketing Ethics 145.40 202.27 94.80 
 
Hypothesis Testing 
Ho = There would be no significance difference in mean score of ethical  
        agreement and education level of respondents 
H1 = There would be significance difference in mean score of ethical  
        agreement and education level of respondents 
       
        Ho = µ1 = µ2 = µ3 
            
H1 ≠ µ1 ≠ µ2 ≠ µ3 
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ANOVA Table - Type III Sums of Squares
 
----------------------------------------------------------------------------------------------------- 
Response variable: mean respondent 
------------------------------------------------------------------------------------------------------ 
Source             Sum of Squares  Df      Mean Square     F-Ratio    p-Value 
------------------------------------------------------------------------------------------------------- 
Ethics                 41974.10          3        13991.400          26.15       8.0E-4 
Education           34699.70         2        17349.900          32.43         6.0E-4 
RESIDUAL           3210.21          6            535.035 
------------------------------------------------------------------------------------------------------- 
Total (corr.)        79884.10           11 
  
 
Statistical Interpretation 
The ANOVA table decomposes the variance of the data into three components: a 
component due to differences between levels of ethics, a component due to 
differences between levels of education, and a residual component.  
F-tests have been run to determine which factors are statistically significant.  
 
The above p value indicates that the education level of respondents does not 
have any effect on the various areas of ethics. Thus the behaviour of managers is 
not influenced by the education level of the managers.  
 
Work Experience 
The researcher thinks the work experience of an individual has an effect on the 
ethics. Hence work experience of managers and overall ethical agreement has 
been taken to justify the deviation in the agreement of ethical behaviour of 
managers. 
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Table VIII.5 
Ethical Agreement and Work Experience of Managers 
 
  
less 10 
years 10-20 year 
more than 
20 years 
General Ethics  275.27 381.87 198.13 
Organisational Ethics 138.07 195.27 105.47 
Human Resource Ethics 139.67 199.60 109.07 
Marketing Ethics 141.93 205.80 97.00 
 
 
Hypothesis Testing 
Ho = There would be no significance difference in mean score of ethical  
        agreement and work experience of respondents 
H1 = There would be significance difference in mean score of ethical  
        agreement and work experience of respondents 
 
        Ho = µ1 = µ2 = µ3 
            
H1 ≠ µ1 ≠ µ2 ≠ µ3 
 
 
ANOVA Table - Type III Sums of Squares 
--------------------------------------------------------------------------------------------------------- 
Response variable: mean respondent 
--------------------------------------------------------------------------------------------------------- 
Source             Sum of Squares      Df      Mean Square     F-Ratio   p-Value 
--------------------------------------------------------------------------------------------------------- 
Ethics                    42309.40             3       14103.100            28.30      6.0E-4 
Work experience   28387.10             2       14193.500            28.48      9.0E-4 
RESIDUAL              2990.38             6           498.397 
---------------------------------------------------------------------------------------------------------- 
Total (corr.)            73686.90           11 
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Statistical Interpretation 
The ANOVA table decomposes the variance of the data into three components: a 
component due to differences between levels of ethics, a component due to 
differences between levels of work exp, and a residual component.  
F-tests have been run to determine which factors are statistically significant.  
 
The above p value indicates that the work experience of the respondents does 
not have any effect on the various areas of ethics. Thus the behaviour of 
managers is not influenced by the work experience of the managers.  
 
Age Group 
The researcher believes the age of an individual has an effect on the ethics. 
Hence age group of managers and overall ethical agreement has been taken to 
justify the deviation in the agreement of ethical behaviour of managers. 
 
Table VII.6 
Ethical Agreement and Age Group of Managers 
  
Below 30 
years 
Between 
30-40 
years 
Between 
40-50 
years 
Above 50 
years 
General Ethics  195.13 364.13 194.27 100.40 
Organisational Ethics 98.60 186.00 102.40 53.07 
Human Resource Ethics 99.93 191.33 18.87 56.80 
Marketing Ethics 99.40 193.00 105.27 45.40 
 
Hypothesis Testing 
Ho = There would be no significance difference in mean score of ethical  
        agreement and age group of respondents 
H1 = There would be significance difference in mean score of ethical  
        agreement and age group of respondents 
 
        Ho = µ1 = µ2 = µ3 = µ4 
            
H1≠ µ1 ≠ µ2 ≠ µ3 ≠ µ4 
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ANOVA Table - Type III Sums of Squares 
---------------------------------------------------------------------------------------------------------- 
Response variable: respondents 
---------------------------------------------------------------------------------------------------------- 
Source             Sum of Squares  Df      Mean Square     F-Ratio          p-Value 
---------------------------------------------------------------------------------------------------------- 
Ethics                36775.7          3       12258.60              10.94              0.0023 
Age group     63017.0            3       21005.70              18.74              3.0E-4 
RESIDUAL     10086.7         9        1120.74 
---------------------------------------------------------------------------------------------------------- 
Total (corr.)     109879.0              15 
    
Statistical Interpretation 
The ANOVA table decomposes the variance of the data into three components: a 
component due to differences between levels of ethics, a component due to 
differences between levels of age group, and a residual component.  
F-tests have been run to determine which factors are statistically significant.  
 
The above p value indicates that the age of the managers does not have any 
effect on the various areas of ethics. Thus the behaviour of managers is not 
influenced by the age of the managers.  
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t-test 
A t-test is any statistical hypothesis test in which the test statistics has a student's 
t distribution, if the null hypothesis is true. It is applied when the population is 
assumed to be normally distributed but the sample sizes are small enough that 
the statistic on which inference is based is not normally distributed.  It relies on an 
uncertain estimate of standard deviation rather than on a precisely known value. 
t-test compares the means of two groups. The t-test compares one variable 
between two groups. Here the variable is the different areas of ethics and the two 
groups are the Indian companies and the foreign companies whose means are 
being compared. 
 
General Ethics 
The t-test compares one variable between two groups. Here the variable is the 
general ethics and the two groups whose means are being compared is the 
Indian companies and the Foreign companies. 
 
The hypothesis being tested is 
Ho = There is no difference in the means of general ethics of Indian companies 
and foreign companies. 
H1 = There is a difference in the means of general ethics of Indian companies 
        and foreign companies 
 
The table below gives the data which is used for calculating the t-test for general 
ethics. 
Companies Areas of Ethics 
  
General 
Ethics 
Organisational 
Ethics 
Human Resource 
Ethics 
Marketing 
Ethics 
Indian  
Companies 
    
sd 227 145 113 186 
n 24 24  24  24 
Foreign 
Companies 
    
sd 22 17 16  21 
n 5  5    5      5 
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Results 
mean difference between two groups  = 739.00 
standard error of difference   = 103.079 
t calculated      = 7.1693 
df       = 27 
p value      < 0.0001  
95% confidence interval    = (527.50, 950.50) 
The p value of 0.0001 signifies that the difference is considered to be extremely 
statistically significant. This implies that the general ethics of managers of Indian 
companies compared to foreign companies is significantly different. 
 
Organisational Ethics 
The t-test compares one variable between two groups. Here the variable is the 
organisational ethics and the two groups whose means are being compared is 
the Indian companies and the Foreign companies. 
 
The hypothesis being tested is 
Ho = There is no difference in the means of organisational ethics of Indian 
companies and foreign companies. 
H1 = There is a difference in the means of organisational ethics of Indian      
         companies and foreign companies 
 
The table below gives the data which is used for calculating the t-test for 
organisational ethics. 
Companies Areas of Ethics 
  
General 
Ethics 
Organisational 
Ethics 
Human Resource 
Ethics 
Marketing 
Ethics 
Indian  
Companies 
    
sd 227 145 113 186 
n 24 24 24  24 
Foreign 
Companies 
    
sd 22 17 16  21 
n 5 5    5    5 
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Results 
Mean difference between two groups  = 378.00 
Standard error of difference   = 65.868 
t calculated      = 5.7387 
df       = 27 
p value      < 0.0001 
95% confidence interval    = (242.85, 513.15) 
The p value of 0.0001 signifies that the difference is considered to be extremely 
statistically significant. This implies that the organisational ethics of managers of 
Indian companies compared to foreign companies is significantly different. 
 
Human Resource Ethics 
The t-test compares one variable between two groups. Here the variable is the 
human resource ethics and the two groups whose means are being compared is 
the Indian companies and the Foreign companies. 
 
The hypothesis being tested is 
Ho = There is no difference in the means of human resource ethics of Indian 
companies and foreign companies. 
H1 = There is a difference in the means of human resource ethics of Indian 
companies and foreign companies. 
 
The table below gives the data which is used for calculating the t-test for human 
resource ethics 
Companies Areas of Ethics 
  
General 
Ethics 
Organisational 
Ethics 
Human 
Resource 
Ethics 
Marketing 
Ethics 
Indian  
Companies  
   
sd 227 145 113 186 
n  24  24  24  24 
Foreign 
Companies 
    
sd  22  17  16  21 
n   5    5   5   5 
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Results 
Mean difference between two groups  = 373.00 
Standard error of difference   = 51.360 
t calculated      = 7.2625 
df       = 27 
p value      < 0.0001  
95% confidence interval    = (267.62,  478.38) 
The p value of 0.0001 signifies that the difference is considered to be extremely 
statistically significant. This implies that the human resource ethics of managers 
of Indian companies compared to foreign companies is significantly different. 
 
Marketing Ethics 
The t-test compares one variable between two groups. Here the variable is the 
marketing ethics and the two groups whose means are being compared is the 
Indian companies and the Foreign companies. 
 
The hypothesis being tested is 
Ho = There is no difference in the means of marketing ethics of Indian companies 
and foreign companies. 
H1 = There is a difference in the means of marketing ethics of Indian companies 
and foreign companies. 
 
The table below gives the data which is used for calculating the t-test for 
marketing ethics 
Companies Areas of Ethics 
  
General 
Ethics 
Organisational 
Ethics 
Human Resource 
Ethics 
Marketing 
Ethics 
Indian  
Companies     
sd 227 145 113 186 
n 24  24  24 24 
Foreign 
Companies     
sd 22  17  16 21 
n  5   5    5 5 
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Results 
Mean difference between two groups  = 378.00 
s.e of difference     = 84.486 
t calculated      = 4.4741 
df       = 27 
p value      = 0.0001 
95% confidence interval    = (204.65 to 551.35) 
The p value of 0.0001 signifies that the difference is considered to be extremely 
statistically significant. This implies that the marketing ethics of managers of 
Indian companies compared to foreign companies is significantly different. 
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Chapter VIII 
Summary, Findings and Conclusion 
 
Summary  
Ethics is not a 21st century discovery. It is as old as human civilisation and has 
gained importance in the last couple of decades. Many social scientists have 
done significant research in this field in the last decade.  
 
The origin of the word ethics is from the Greek word “ethos” meaning an 
individual character and a community’s culture. The Institute for Global Ethics 
defines ethics as the obedience to enforceable. The perception of ethics by an 
individual depends upon the culture and the surrounding.  
 
Business Ethics means that business should not only have certain moral 
standards but also demonstrate a level of social responsibility and accountability 
to its stake holders who are employees, customers, suppliers and the wider 
community. Business ethics is a fuzzy area and no universal set of ethical 
principle exists and what is right and what is wrong depends on the 
circumstances and the situation.  
 
Different theories have evolved over a period of time. All moral theories - what 
individual or institutional agents ought to do - view properties that ought to be 
realised through actions involving two components. The first component shows 
what is good or valuable which described as the theory of value or the theory of 
the good. The second component is described as the theory of the right. 
 
Theories of ethics grew with civilisation. Conservationism is about the supremacy 
and nature and judicious use of natural resources. The classical unilateralism 
theory asks that how far sentient beings enjoy happiness. The natural law theory 
is the compliance with the law of nature. There are other theories which include 
matters such as human freedom, social solidarity, the development of nature or 
the combination of all these. Moral theories are divided into two kinds, 
consequentiality and non-consequentiality or in old terminology teleological and 
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non-teleological. Non teleological is identified with deontological. Deontological is 
the ethics of duty and obligation whereas the teleological is the ethics end and 
consequences. Deontological theory concentrates on the motivation and 
principles behind an action than on the consequences.  
 
Aim of Research Project:  
• To examine the extent of agreement on ethical issues related to business. 
• To study impact of personal characteristics and ethical behaviour of 
mangers. 
• To study the effect of cultural and gender issues on ethical behaviour of 
managers. 
 
Keeping in view the objectives of the study, the researcher identified the following 
hypothesis 
 
The broader hypothesis of the research study is as under: 
1. There would be no significant difference in mean score of ethical 
agreement and size of the organisation 
 
2. There would be no significant difference in mean score of ethical 
agreement and type of the organisation 
 
3. There would be no significant difference in mean score of ethical 
agreement and income level of managers 
 
4. There would be no significant difference in mean score of ethical 
agreement and education level of managers 
 
5. There would be no significant difference in mean score of ethical 
agreement and work experience of managers 
 
6. There would be no significant difference in mean score of ethical 
agreement and age group of managers 
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7. There is no difference in the means of general ethics of Indian companies 
and foreign companies. 
 
8. There is no difference in the means of organisational ethics of Indian 
companies and foreign companies. 
 
9. There is no difference in the means of human resource ethics of Indian 
companies and foreign companies. 
 
10. There is no difference in the means of marketing ethics of Indian 
companies and foreign companies. 
 
The researcher has selected the sample using stratified sampling technique. In 
the first phase a list of business corporate in India and abroad were prepared. 
The sector wise classification is as follows-Software Industry, Engineering and 
Electronics Industry, Pharmaceutical Industry, Agriculture and Chemical Industry, 
Banking and Miscellaneous Industries.  
 
In the second phase the author contacted the corporate from India and abroad to 
obtain the permission for data collection. Here the data collected was from 25 
Indian companies and 5 foreign companies.  
 
In the final stage the researcher decided to collect data from 500 managers from 
various sectors. From the 500 questionnaire dispatched, a response of 262 was 
received. On the 262 questionnaire received, 241 were from India and 21 were 
from abroad.  
 
The following table shows the response from different sectors. 
Software Industry     44% 
Engineering and Electronics Industry  64% 
Pharmaceutical Industry    95% 
Agriculture and Chemical Industry  22% 
Banking Industry     32% 
Foreign Industry     21% 
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Miscellaneous Industry    66% 
Total       52% 
 
The researcher tried to find a relationship between different areas of ethics and 
the various criteria. The different areas were general ethics, organisational ethics, 
human resource ethics and marketing ethics. The various criteria are type of 
industry, size of industry, income level, education, work experience and age.   
 
The table shows the data received on the various criteria. 
 
Table VIII.1 - Size of organisation 
Size of organisation Managers Percentage 
Large Scale 165 63 
Medium Scale  68 26 
Small Scale  29 11 
Total 262 100 
 
 
Table VIII.1 shows the distribution of managers on the basis of size of the 
industry. Sixty three percent of the managers from large scale industry; twenty six 
percent are managers from medium scale industry and eleven percent of are 
from small scale industry. 
Table VIII.2 - Type of Industry 
Type of Industry Managers Percentage 
Manufacturing Industry 188 72 
Trading Industry  13  5 
Service Industry  47 18 
Other Industry  14  5 
Total  262   100.00 
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Table VIII.2 shows the distribution of managers according to the type of 
industries. Here seventy two percent managers are from manufacturing industry, 
five percent of managers are from service industry, eighteen percent of managers 
are from trading industry and five percent of managers are from other type of 
industry. 
 
Table VIII.3 - Annual Income of the managers 
Annual Income Managers Percentage 
Below 5 lakhs 103 39 
Between  5 lakhs - 10 lakhs   87 33 
10 lakhs or above   63 24 
No income  9  4 
Total 262       100 
 
 
Table VIII.3 shows the distribution of managers on the basis of income level. 
Thirty nine percent managers are managers who are earning below five lakhs per 
year, thirty three percent of the managers a earning between five to ten lakhs per 
year and twenty four percent of the managers who’s earning is more than ten 
lakhs per year. There are four percent of managers who have not mentioned their 
earnings.  
 
Table VIII.4 - Education Level 
Education Managers Percentage 
Graduation 85 32 
Post Graduation 120 46 
Technical Qualification 57 22 
Total 262 100 
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Table VIII.4 shows the distribution of managers on the basis of education. Thirty 
two percent of managers are graduates; forty six percent of the managers with a 
post graduate degree and twenty two percent of the managers are with technical 
qualification.  
 
Table VIII.5 - Work Experience 
Years of experience Managers Percentage 
Below 10 years  84 32 
Between 10 to 20 years 118 45 
Above 20 years  60 23 
Total 262  100 
 
 
Table VIII.5 shows the distribution of managers on the basis of work experience. 
Thirty two percent of the managers are with less than ten years of work 
experience. Forty five percent of the managers are with work experience between 
ten to twenty years and twenty three percent of the managers are having work 
experience of more than twenty years. 
 
Table VIII.6 - Age Group 
Age Managers Percentage 
Below 30 years 31 12 
Between 31-40 years 59 23 
Between 41 years to 50 years  113 43 
Between 51 years and above  59 22 
Total 262       100 
 
Table VIII.6 shows the distribution of managers on the basis of age. Twelve 
percent of the managers who are below the age of thirty, twenty three percent of 
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the managers are between the age group of thirty one to forty years, forty three 
percent of the managers are between the age of forty one to fifty years and 
twenty two percent of the managers are above fifty one years.  
 
The researcher has tried to find the affect of different criteria like size of the 
organisation, the type of organisation, the income level, the education level, the 
work experience and the age group on the general ethics like commitment level, 
punctuality, friendly and co-operative, responsible, respect views, social welfare 
in business decision , honesty, self discipline, trustworthiness, company’s 
resources for personal gains, illicit practice for survival, personal bias and 
compromising stake holder’s interest.  
 
Further, the researcher has tried to find the effect of size of the organisation, the 
type of organisation, the income level, the education level, the work experience 
and the age group on the organisational ethics like performance criteria, 
procurement of resources, legal issues, avert conflict, transparency of 
proceedings, misuse of resource, misleading tactics used and application of code 
of conduct. 
 
Also the effect of the size of the organisation, the type of organisation, the income 
level, the education level, the work experience and the age group on the issues 
of human resource ethics like remuneration versus qualification and experience, 
subordinates suggestions welcome, nepotism, remuneration package versus 
bias, gender based problems, revision personnel policies, performance appraisal 
practice, human rights issues and long working hours consideration.  
 
The researcher has also analysed to find the effect of the size of the organisation, 
the type of organisation, the income level of manager, the education, the work 
experience of the manager and the age of the manager on the issues of 
marketing issues like law, advertisement, right information communicate, 
balance-rights and duties, evaluate-marketing strategy, level of competition in 
pricing, distribution system versus gain and quality of product /service versus 
success.  
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Findings of Hypothesis Testing 
The various hypothesis have been tested using ANOVA and t-test. The summary 
of the findings are given below. 
 
Summary of hypothesis testing 
 
Hypothesis  between Null 
hypothesis 
Alternative 
hypothesis 
Remarks 
1. ethical agreement and size of 
    the organisation Accept 
 
 
No 
significant 
difference 
2. ethical agreement and  
    type of the organisation  Accept 
There is a 
significant 
difference 
3. ethical agreement and income 
    level of managers Accept  
No 
significant 
difference 
4. ethical agreement and 
    education level of managers Accept  
No 
significant 
difference 
5. ethical agreement and work 
    experience of managers Accept  
No 
significant 
difference 
6. ethical agreement and age 
   group of managers Accept  
No 
significant 
difference 
7. general ethics of Indian 
  companies and foreign 
  companies. 
 Accept 
There is a 
significant 
difference 
8. organisational ethics of Indian 
   companies and foreign 
   companies. 
 
 Accept 
There is a 
significant 
difference 
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9. human resource ethics of 
    Indian companies and foreign 
    companies. 
 Accept 
There is a 
significant 
difference 
10. marketing ethics of Indian 
    companies and foreign 
    companies 
 Accept 
There is a 
significant 
difference 
 
 
1. In case of ethical agreement and size of the organisation, null hypothesis 
has been accepted i.e. there is no effect of the size of organisation on the 
individual ethics. 
 
2. In case of ethical agreement and the type of organisation, null hypothesis 
has been rejected i.e. there is an effect of the type of organisation on the 
individual ethics. 
 
3. In case of ethical agreement and the income level of managers, null    
hypothesis has been accepted i.e. there is no effect of income level of the 
managers on the individual ethics. 
 
4. In case of ethical agreement and the education level of managers, null 
hypothesis has been accepted i.e. there is no effect of education level of 
managers on the individual ethics. 
 
5. In case of ethical agreement and the work experience of managers, null 
hypothesis has been accepted i.e. there is no effect of work experience of 
managers on the individual ethics. 
 
6. In case of ethical agreement and the age of managers, null hypothesis has 
been accepted i.e. there is no effect of age of managers on individual 
ethics. 
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7. In case general ethics of Indian companies and foreign companies, the 
null hypothesis has been rejected i.e. there is a significant difference 
between the general ethics of Indian companies and foreign companies. 
 
 
8. In case organisational ethics of Indian companies and foreign companies, 
the null hypothesis has been rejected i.e. there is a significant difference 
between the organisational ethics of Indian companies and foreign 
companies. 
 
9. In case of human resource ethics of Indian companies and foreign 
companies, the null hypothesis has been rejected i.e. there is a significant 
difference between the human resource ethics of Indian companies and 
foreign companies. 
 
10. In case marketing ethics of Indian companies and foreign companies, the 
null hypothesis has been rejected i.e. there is a significant difference 
between the marketing ethics of Indian companies and foreign companies. 
 
 
Conclusions 
The study is based on the primary data and secondary data. From the 500 
questionnaire dispatched, a response of 262 was received. The response 
received was from the Software Industry, Engineering and Electronics Industry, 
Pharmaceutical Industry, Agriculture and Chemical Industry, Banking and 
Miscellaneous Industries. The industries were based in India as well as abroad. 
The researcher analysed the relationship between various areas of ethics 
(general ethics, organisational ethics, human resource ethics and marketing 
ethics) and the size of the organisation, type of the organisation, income level of 
the manager, the education level of manager, the work experience of managers 
and the age of the manager. 
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It was observed that the type of industry (manufacturing industry, trading industry, 
service industry and other industry) has an impact on the individual’s ethics 
working in various areas of management.  
 
It was observed that individuals working in Indian companies and foreign 
companies have different ethics in various areas of management (general ethics, 
organisational ethics, human resource ethics and marketing ethics). 
 
The scope of further study remains with-in this area. As business ethics is a 
recent and new field of research, further study is need in this area with larger 
sample and wider type of industry. 
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APPENDIX 1 
 
QUESTIONNAIRE 
 
A study on the agreement of ethical issues of corporate Sector 
 
Personal Information 
 
Note: Except when stated otherwise, please reply to each question by filling (√) 
against appropriate alternative. 
 
Name: _____________________ 
 
Name of the Organization: 
______________________________________________________ 
 
Nationality: __________________ 
 
 
Type of Organization: Manufacturing Industry          
                                        Trading Industry 
       Service Industry   
       Other               
 
Size of the organization: Large Scale             
(On the basis of                 Medium Scale  
 investment)          Small Scale  
 
Annual Income: Below 5 lakhs      
(Gross, Rs, $, £)   5 lakhs - 10 lakhs 
       10 lakhs or above 
 
 
Education: Graduate 
                    Post Graduate 
                    Technical Qualification 
         Other ______________ 
 
Working Experience: Less than 10 years            
                                     10 years to 20 years 
                                     20 years and above 
  
 
Age Group: Below 30 years 
         31 years to 40 years                          
          41 years to 50 years 
          51 years and above 
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Please place a tick (√) or an X mark in the column which best matches your 
situation. 
Ethics (Individual beliefs of Ethics) 
 
Sr.No Statements 
 
Always 
               
 
Often 
             
Seldom 
 
Rarely 
 
Never 
1. Do you think you think 
that as a manager the 
commitment level should 
be high? 
 
     
2. Is punctuality a requisite 
for being successful? 
 
     
3. Are you friendly and co-
operative to your peers? 
 
     
4. Are you responsible in 
using the resources of 
the organization? 
 
     
5. As a manager do you 
respect the views of 
others? 
 
     
6. Is social welfare an 
important aspect in 
making business 
decision? 
 
     
7. Is being honest a 
requisite for being an 
effective manager? 
 
     
8. Is self discipline an 
important aspect for 
being an effective 
manager? 
 
     
9. Is trustworthiness an 
important trait for being 
an effective manager? 
 
     
10. Is it acceptable to use 
company’s resources for 
personal gains? 
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Sr.No Statements 
 
Always 
 
 
Often 
 
Seldom 
 
Rarely 
 
Never 
11. As a manager are you 
forced to resort to 
practice which are illicit 
but necessary to 
survive? 
 
 
     
12. Does personal bias play 
a role in taking 
decisions?  
 
 
     
13. For being ethical would 
stake holder’s interest 
be compromised? 
 
     
 
Issues related to organization 
 
 
Sr.No 
 
Statements 
 
Always 
 
Often 
 
Seldom 
 
Rarely 
 
Never 
1. Are the measures used 
to evaluate the 
performance of business 
justifiable? 
 
     
2. Are the means of 
procurement of 
resources justifiable? 
 
     
3. How frequently does 
your business get into 
legal tangles? 
 
     
4. Are non-constitutional 
means used to avert 
conflict? 
 
     
5. Are the business 
proceedings transparent 
in your organization? 
 
     
6. As a manager are you 
aware of any misuse of 
resource in your 
organization? 
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Sr.No Statements 
 
Always 
 
Often 
 
Seldom 
 
Rarely 
 
Never 
7. How often are 
misleading tactics used 
in your organization? 
 
     
8 How often is code of 
conduct applicable in 
organization? 
 
     
 
Issues related to Human Resources 
 
 
Sr.No Statements 
 
Always 
 
Often 
 
Seldom 
 
Rarely 
 
Never 
1. Does the remuneration 
of the organization 
match with qualification 
and experience? 
 
          
2. Are suggestions 
accepted by superiors 
from subordinates? 
 
     
3. How often does 
nepotism works in case 
of promotion and 
transfer? 
     
 
4. 
How often does bias 
play an important role in 
deciding the 
remuneration package? 
     
5. As a manager how often 
are you faced with 
gender based problem? 
 
     
6. 
 
How often are personal 
policies 
redesigned/revised/modi
fied? 
 
     
7. How often is 
performance appraisal 
practice applicable? 
 
     
8. As a manager how often 
do you deal with Human 
Rights issues? 
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Sr.No 
 
Statements 
 
Always 
 
Often 
 
Seldom 
 
Rarely 
 
Never 
9. Are long working hours 
given due consideration 
in your organization? 
 
     
 
 
Issues related to Marketing. 
 
 
Sr.No 
 
Statements 
 
Always 
 
Often 
 
Seldom 
 
Rarely 
 
Never 
1. How often is the law 
taken into consideration 
while making an 
advertisement? 
 
     
2. How often is the right 
information 
communicated to the 
mediator? 
 
     
3. As a marketer how often 
do you strike a balance 
between rights and 
duties? 
 
     
4. How often does the 
organization evaluate its 
marketing strategy? 
 
     
5. How often does the 
pricing policy affect the 
level of competition in 
the market? 
 
     
 
 
 
6.  
How often is company’s 
gain dependent on the 
manipulation of 
distribution system? 
 
     
7.  Is quality of a product 
/service necessary to 
success of the 
product/service? 
 
     
 
 
